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Abstract 
This review examines the critical importance of ethical values for future leaders in South 
African higher learning institutions, focusing on academic jealousy. Higher Education (HE) 
institutions play a pivotal role in shaping society; therefore, future leaders need a strong ethical 
foundation to navigate academic complexities. Academic jealousy, characterized by 
undermining peers due to envy, threatens academic integrity and progress. The authors 
conducted a desktop and literature study using a scoping review approach, emphasizing 
cognitive distortion variables contributing to academic envy and key global ethical leadership 
principles. The literature revealed the roots, manifestations, and detrimental impacts of 
academic jealousy on individuals and institutions. The review underscores the necessity of 
fostering a culture of ethical conduct, transparency, and mutual respect among academics. It 
advocates for leadership development programs prioritizing ethical training to cultivate leaders 
who are academically competent and morally grounded. The review concludes with strategies 
for HE institutions to address academic jealousy, promoting an ethical and collaborative 
academic environment, ultimately advancing South Africa's educational landscape.  
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Resumen 
Esta revisión examina la importancia crítica de los valores éticos para los futuros líderes en las 
instituciones de educación superior sudafricanas, centrándose en los celos académicos. Las 
instituciones de educación superior (ES) desempeñan un papel fundamental en la configuración 
de la sociedad; por lo tanto, los futuros líderes necesitan una base ética sólida para navegar por 
las complejidades académicas. Los celos académicos, caracterizados por socavar a los pares 
debido a la envidia, amenazan la integridad y el progreso académicos. Los autores llevaron a 
cabo un estudio de escritorio y de la literatura utilizando un enfoque de revisión de alcance, 
enfatizando las variables de distorsión cognitiva que contribuyen a la envidia académica y los 
principios clave de liderazgo ético global. La literatura reveló las raíces, manifestaciones e 
impactos perjudiciales de los celos académicos en individuos e instituciones. La revisión 
subraya la necesidad de fomentar una cultura de conducta ética, transparencia y respeto mutuo 
entre los académicos. Aboga por programas de desarrollo de liderazgo que prioricen la 
capacitación ética para cultivar líderes que sean académicamente competentes y moralmente 
fundamentados. La revisión concluye con estrategias para que las instituciones de ES aborden 
los celos académicos, promoviendo un entorno académico ético y colaborativo, en última 
instancia avanzando en el panorama educativo de Sudáfrica. 
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igher Education (HE) institutions are greatly influenced by the rapid exponential growth 
of technology, rising social mobility, and closeness, all of which have existed since the 
dawn of humankind's actions and emotions (Twum-Darko & Harker, 2015). Academic 

jealousy is undoubtedly one of the behaviours (Cleary et al., 2016; Koçak, 2019; Bayar & Koca, 
2021) that supports the legitimacy of the equity of institutions of higher learning (Baya & Koca, 
2021). In a high-performing organization, it is becoming standard procedure for staff members 
to change their positions to meet requirements and acquire credits and recognition for 
professional growth and appraisal. 

The problem arises from the models used to award benefits and the system triggers people's 
emotional evaluations and results in complex emotional states that trigger jealousy (Cleary et 
al., 2016; Koçak, 2019; Bayar & Koca, 2021). Academic jealousy is defined as behaviour that 
is motivated by emotions and integrity because it stems from the belief that one's professional 
duties make one feel inadequate and inferior (Vecchio, 2000; Baya & Koca, 2021). Academic 
jealousy might also be increased by the fear of losing a position of authority if a subordinate is 
awarded as templated in a promotional system of the workplace (Baya & Koca, 2021). This 
jealousy is exaggerated by inner anxiety and fear of loss if a staff member promotes another 
employee because they see others as a direct or imaginary threat in the academic space 
(Vecchio, 2000; Baya & Koca, 2021). Academic jealousy is frequently encountered in 
institutions of higher learning which are mandated by national governments to be champions 
of research, innovation, teaching, and learning (Özdemir & Erdem, 2020). 

The impact of this jealousy which can be regarded as one of the questionable leadership 
ethics could be devastating.  In the South African tertiary institution space, institutions are 
subject to ministerial appointee assessors and some are placed under administration due to 
human factors considered contributors to the deterioration of the image of the institutions 
(Mngomezulu, 2012; Boughey & McKenna, 2021). Academicians are equally to blame as this 
jealousy which spreads to an abundance of elements such as rivals, ambitions, career, 
promotions, and authority impacts the overall university project in terms of global rating, 
government subsidies, assessment quality and integrity, accountability, teaching, and learning 
(Küçük, 2019; Küçük & Taştan, 2020). Küçük (2019) and Küçük & Taştan (2020) elucidate 
how envy has a disastrous influence on productivity, which is assessed in universities by 
graduation rates, research outputs, and innovation, all of which are translated into an 
institution's grade. Furthermore, the apparent rise in academicians' jealousy has recently 
created fear of others succeeding and a mistrust of new behaviours that the institutions are 
positively encouraging  (Üçok, 2019). 

The future of universities will be doomed if, during the 21st century, positive academicians 
with increased performance and efficiency are not protected from the negative emotions 
brought by the culture of fear and by low standards of ethical leadership that hamper their 
progress due to jealousy and inappropriate use of authority positions (Baya & Koca, 2021). 
Positive jealousy at universities increases production where there is an unbiased application of 
promotion guidelines for growth. Özdemir (2018) clearly showed that a person either tends to 
eliminate the comparison by working harder, which increases production or if this conflicts 
with the questionable ethical leader, such a person resorts to ways of using his authority by 
blocking an individual’s work, digging a well or slander. To address these notions, this review 

H 



Makhoahle et al.– Ethical Values for Future Leaders in Higher Learning Institutions  
 

 

70 

draws from the cognitive distortions and leadership styles in the VUCA world, people 
dynamics in the complex organisational behaviours, HE office and corridor politics (Mahel, 
2021; Grappi, 2018; Ferris, 2011), followership traits and attributes, and neuroscience of 
leadership (Rock & Schwartz, 2006), and assists in identifying certain key ethical values for 
future leaders.  

Institutions of higher learning in South Africa are embedded in the unchallenged elements 
of dominance, control, and power (Hlatshwayo & Alexander, 2021). Even after the 1994 
democratic dispensation, little has been done to address the troubled racial dominance and 
control in HE (Gumede, 2020). The neocolonialism nature of academia perpetuates itself in the 
new cohort of African academics entering HE. This kind of dominance and control breeds 
many situations and behaviours that make HE unbearable for some staff and students (Barnes, 
2018). These situations lead to several negative reflections on the experiences of students and 
staff of HE (Cornell et al., 2017). This leads to the loss of staff members who add value to the 
institution and trample on the talent of students with the potential to make significant 
contributions to society (Boonzaier & Mkhize, 2018; Prevost & Hunt, 2018). There are 
anecdotal reports that in HE institutions, racial injustice incidents are generally concealed for 
the benefit of the aggressors. The institutions of higher learning need to monitor these events 
and put in place systems that deal decisively and honestly with these situations to prevent them 
from constantly repeating themselves. This short cogent review aims to define a few key ethical 
values for future higher learning institution leaders in South Africa and addresses some factors 
that lead to academic jealousy in higher learning institutions. 

 
Methodology 

 
This cogent short review article was developed by examining studies on academic jealousy and 
the ethical values for future leaders in higher learning institutions globally, with a primary 
emphasis on challenges associated with leadership in the HE sectors globally and highlighting 
some of the key espoused ethical values for future leadership in higher learning institutions. As 
a result, the authors carried out a desktop and literature study as described by Holcombe (2023), 
where a scoping review approach (Fusar-Poli et al., 2020) was adopted with an emphasis on 
several cognitive distortion variables that contribute to academic envy in HE as well as a 
number of the most important ethical leadership principles that are evaluated globally. As 
described by Fusar-Poli et al. (2020), the databases used for this study were Google Scholar 
and ResearchGate, using the search words:  

 
Cognitive Distortion and Higher Education and South Africa or Cognitive Distortion and 
Universities and South Africa”; “Corridor Politics and Higher Education or Office Politics and 
Higher Education or Corridor Politics and Universities or Office Politics and Universities”; 
“Bullying and Academic Jealousy and Higher Education or Bullying and Academic Jealousy and 
Universities”; “Mobbing and Academic Jealousy and Higher Education or Mobbing and Academic 
Jealousy and Universities”; “Sabotage and Academic Jealousy and Higher Education or Sabotage  
and Academic Jealousy and Universities”; “Postgraduate Student Supervision Academic Jealousy 
and Higher Education or Postgraduate Student Supervision Academic Jealousy and Universities”; 
“Publish or Perish”; “H-Index and Research Promotion or H-Index and Academic Tenure”; 
“Followership Traits and Higher Education or Followership Attributes and Higher Education and 
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South Africa or Followership Traits and Universities and South Africa or Followership Attributes 
and  Universities and South Africa”; Inclusivity and Higher Education and South Africa or 
Inclusivity and Universities and South Africa”; “Africanising Leadership and Higher Education and 
South Africa or Africanising Leadership and Universities and South Africa”. 

 

The authors used a twenty-five-year exclusion criterion, where the research material 
constituted research articles, reviews, book chapters, learning material subscribed by Business 
School – Postgraduate Diploma in Leadership Development (university undisclosed), theses, 
short research communications, and short industrial communications. All materials included in 
this review were not selected on a strict quality assessment for inclusion or exclusion other than 
the twenty-five-year exclusion criterion. Therefore, there should be no presumption that the 
evidence examined was comprehensive (Fusar-Poli et al., 2020). All material reviewed was 
analyzed and discussed based on the primary objective, with the conclusion leading to the 
recommended future studies to lay a foundation for the ethical values for future leadership in 
higher learning institutions in South Africa, a new dawn. 

 
 

Review Findings 
 
Challenges Associated with Leadership in the Higher Education sector in South Africa 
 
Cognitive Distortion Factors Leading to Academic Jealousy in Higher Education 

 
Scholars in the HE sector are driven by various philosophies, leadership styles and followership 
attributes, primarily due to their professional expertise and academic autonomy as a global 
approach to drive academic projects (Gonçalves, 2024). However, the notion of cognitive 
distortions has brought not only academic jealousy, but also a change in the culture, values, 
and vision, subsequently affecting the strategic frameworks for universities in South Africa 
(Chukwuorji et al., 2021). The leadership system thinking in the business sector may be the 
reason why the bureaucratic system thinking that is ingrained in universities' academic 
frameworks for governance has not been successful. It is widely assumed, as described by 
Baporikar (2024) and Nanjundeswaraswamy et al. (2024), that professional expertise, 
particularly the immediate leadership styles and followership attributes in the governance in 
academic structures, has created challenges which directly and indirectly trigger cognitive 
distortions such as academic jealousy and bullying (Cleary et al., 2016; Koçak, 2019; Bayar & 
Koca, 2021), office and corridor politics (Grappi, 2018; Ferris, 2011), student bullying, 
mobbing, sabotage, the postgraduate student supervision debacle, and the “publish-or-perish 

culture” (Parchomovsky, 2000).  
 

Understanding Office and Corridor Politics in the Higher Education Sector 
 

Office politics as a standard adopted system, particularly in the bureaucratic corporate space 
has come to haunt and sabotage the unrestricted academic system globally (Grappi, 2018; 
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Ferris, 2011). In South Africa, this has worsened of late and is attributed to the sector politics. 
For example, the appointment of administrators by the Department of HE has shown that the 
free academic arena has been significantly compromised (Mngomezulu, 2012; Jameson, 2019; 
Boughey & McKenna, 2021), and this calls into question the knowledge of these affected 
higher learning institutions. In addition, the key stakeholders, students, have shown disgruntled 
behaviour through the #FeesMustFall (Ndlovu-Gatsheni, 2023), which opened a debatable 
engagement globally; thus, this shows how seriously the office and corridor politics (Grappi, 
2018; Ferris, 2011) destroy the higher learning sector, degrading the quality of education in 
South Africa with time (Taraza et al., 2024). Moreover, the notion of ranking institutions has 
come to define the superiority complex in universities, thereby maintaining the arrogance of 
those deemed to produce mainstream knowledge (Kochetkov, 2024); which is a prejudicial 
notion, with tendencies of discrimination.  

The higher learning sector has been compromised at the national level, including the offices 
of the top management and the council (Boughey & McKenna, 2021), as well as the 
administrative management, cascading down to academic portfolios at the faculties, schools 
and department level that has adopted bureaucratic administrative leadership (Hautala et al., 
2024). The trend in South Africa shows that the unemployment rate is significantly high 
(Banerjee et al., 2008). This has not only led to gatekeeping through xenophobic tendencies in 
higher learning spaces for those who are in diaspora from their countries (Mudau & Khanare, 
2021) but also created internal institutional tribal and racial squabbles within various 
disciplinary differences (Biglan, 1973). For example, it is said that without good governance, 
a tendency of biased racial, tribal and gender-exclusive access to academia has been seen as a 
trend in most institutions in South Africa. This has been seen through the way certain portfolios 
are strategically created, occupied by a preconceived political deployment as well as 
disciplinary programme access in certain faculties by certain race(s), gender, and tribes, 
depending on the province and mandate by the national agenda (Alexander, 2020).  

These gatekeeping tendencies are attributed to the failed organisational culture (Gaus et al., 
2019), which at most is distinct on paper, the Institutional Strategic Vision(s), and ineffective 
governance by rigid academic leaders. Cascading to the lower faculty level, and further, it has 
become a culture even at the lower level of academia, the corridor politics (Grappi, 2018; 
Ferris, 2011) adopted from the higher offices is haunting programmes, where wordings like “in 

academia, you need to have a thick skin” (Cassidy et al., 2018) has shown how to sabotage due 
to inhouse politics is negatively affecting the knowledge bearer and has explicitly shown how 
exposed and vulnerable this sector is due to jealousy (Cleary et al. 2016; Koçak 2019; Bayar 
& Koca 2021). Where is academia going with this mentality, lacking good leadership and 
followership, haunted by sabotage and jealousy? 

 
Bullying and Academic Jealousy in Complex Higher Education 

 
The study of workplace bullying or mobbing goes back to 1982 when Heinz Leymann, a 
German industrial psychologist and medical doctor, began researching and publishing his 
findings on a phenomenon he named using the English word “mobbing” (Martins et al., 2023). 
Leymann (cited in Martins et al., 2023) discovered that people who had been bullied suffered 
a more intense and long-term level of post-traumatic stress disorder (PTSD) than others who 
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had experienced some traumatic event that had resulted in PTSD (Motin, 2009).  The 
discussions about aggression, violence, mobbing, emotional abuse, bullying behaviours etc., 
amongst adults emerged from around the 1990s (Keashly & Neuman, 2010). Academic 
sabotage and bullying involve the repeated conscious effort to wound and seriously harm 
another person not with violence but with words and actions that deliberately damage the image 
of the targeted person and prevent access to available opportunities. Bullying hurts the physical, 
emotional, and mental health of the person targeted. In 2003, the Workplace Bullying and 
Trauma Institute (now known as The Workplace Bullying Institute) (WBI) performed a survey 
relating to health (U.S. WBI, 2010). The survey findings revealed that the overall ranking of 
the Prevalence of Symptoms is most to least frequent: 1. Anxiety, stress, excessive worry 
(76%); 2. Loss of concentration (71%); 3. Disrupted sleep (71%); 4. Feeling edgy, irritable, 
easily startled and constantly on guard (paranoia) (60%); 5. Stress headaches (55%); 6. 
Obsession over details at work (52%); 7. Recurrent memories, nightmares and flashbacks 
(49%); 8. Racing heart rate (48%); 9. Bullying entails repeated and regularly occurring events 
that offend, socially exclude someone, or negatively affect someone's work tasks (Keashly & 
Neuman, 2010). Von Bergen et al. (2006) describe bullying as typically a combination of 
repeated, inappropriate, and unwelcome verbal, nonverbal, and low-level physical behaviours 
that a reasonable person would find threatening, intimidating, harassing, humiliating, 
degrading, or offensive. 

This phenomenon is characterised by bullies using tactics such as blaming for errors, 
unreasonable work demands, insults, putdowns, stealing credit, threatening job loss, and 
discounting accomplishments (Barbour, 2013). It can be a form of harassment where a co-
worker or co-workers inflict a hostile work environment upon an employee who becomes the 
target of systematic harmful social acts. Bullying does exist in the workplace and is one of the 
significant sources of malicious and, most of all, health-endangering (i.e., mental, physical, and 
emotional) behaviours overlooked by the HE sectors. Bullying inflicted in the workplace, also 
named mobbing, involves different forms of abuse directed towards others by multiple co-
workers (Prevost & Hunt, 2018). This includes cyberbullying, which Haughton et al. (2013) 
describe as the use of information and communication technologies to support deliberate, 
repeated, and hostile behaviour by an individual or group that is intended to harm others. This 
deplorable behaviour has thrived on the deficiencies arising from poor legal framework and 
policies, and leadership styles of management that worship the strict superior-subordinate 
relationship (Keashly & Neuman, 2010; Kakumba et al., 2014). Interestingly, university 
researchers have paid relatively little attention to bullying in their backyards (Keashly & 
Neuman, 2010). Various studies around the U.K., the U.S., Pakistan, and Canada, have 
indicated that superiors in universities displayed aggression and bullying towards their juniors 
(Keashly & Neuman, 2008; McKay et al., 2008; Fox, 2009, Anjum et al., 2019). However, in 
America, workplace bullying has been viewed as a silent pandemic, a leading cause of suicide 
in universities, costing HE its employees' well-being and productivity. King and Piotrowski 
(2015) gave an account of the bullying incidents of educators by fellow educators. Workplace 
mobbing can be inflicted through verbal, emotional, or psychological abuse (Faria et al., 2012). 
In Australia, Sharma (2017) found that the power differentials between the victims and the 
alleged perpetrators stemmed from the hierarchical organisational structures in universities. 
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Kakumba et al. (2014) revealed that in Uganda, institutions of higher learning are certainly 
not immune to the prowl of bullying and mobbing, which are antecedents to poor employment 
relations. Barbour (2013) indicates that the most common type of sabotage and bullying 
behaviour faculty members engage in is discounting another person's accomplishments, 
followed by turning other people against their victim or subjecting their victim to public 
criticism or constant scrutiny. Keashly and Neuman (2010) found that the nature of the 
relationship between actors and targets defines bullying; it was not surprising to find that 
supervisors and administrators are often identified as actors. It leads to absenteeism, reduced 
staff productivity and motivation, and loss of experienced and skilled staff through resignation 
(Kakumba et al., 2014; King & Piotrowski, 2015). The study in Makerere University has 
reported undermining (23.3%), disrespectful behaviour (18.6%), forced work (14.0%), 
intimidation (11.6%), and sabotage (9.3%) as the leading causes of bullying with the majority 
(60.8%) of perpetrators being higher ranking staff. The majority of the staff (53.3%) who 
participated in this study were unaware of the bullying. In America, Dellifraine et al. (2014) 
reported that 71% of respondents reported at least one of the following four behaviours: gossip 
or malicious rumours, belittling remarks, ignoring or overlooking work contributions, and 
unwarranted and unprofessional remarks. In South Africa, Conco et al’s. (2021) study revealed 
that 64% of the respondents experienced bullying in HE, with 61% being women and 65% 
academic staff members. These are similar findings to the global trend. 

Early action is critical in preventing situations from escalating into increasingly hostile and 
damaging problems such as bullying and sabotage in the workplace (Keashly & Neuman, 
2008). Prevost and Hunt (2018) echo that the risk factors are related to academic mobbing, 
including sex, sexual orientation, gender, race and ethnicity, rank or seniority, work experience, 
and age. Consequently, incidents of academic bullying often lead to multiple negative 
outcomes for victims, including physical, emotional and psychological damage. In America, 
for instance, African-American faculties are targets of academic mobbing, revealing multiple 
barriers they face regarding tenure and promotion (Prevost & Hunt, 2018). Lampman (2012) 
found that more women are bullied in HE than men, 63.3% of women versus 50.2% of men. 
Unfortunately, this type of mobbing and bullying is rarely reported (Lewis, 2004). The 
appropriate processes and procedures could help build the faculty’s capacity (awareness and 
skills) and support their efforts to constructively manage and, in some cases, resolve their 
situations. Keashly and Neuman (2010) note that in contrast to reliable evidence of other forms 
of hostile and demeaning behaviours on campus such as student and faculty incivility in the 
classroom, the quality of interpersonal relations, such as collegiality, is essential in retaining 
faculty. The extensive literature on conflict and misconduct in HE highlights the structural and 
interpersonal opportunities for disagreement and potentially for hostility in such settings. 
Finally, the academic environment has several organisational and work features that increase 
the likelihood of hostile interpersonal interaction (Twale & De Luca, 2008).  

 
Student Bullying, Mobbing, and Sabotage in Higher Education 

 
Bullying in HE institutions is the repeated mistreatment of a target by one or more bullies 
through acts of ridicule and public humiliation, amongst others (Motin, 2009; Dellifraine et al., 
2014). These bullies can be academic staff (engaged in sabotage tendencies against a student) 
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or fellow students. Students in HE are characterised as any individual enrolled in the 
programme of study offered by the institution of higher learning. Bullying also includes 
intentional meddling with the academic and professional progress of the student in HE, such 
as sabotage (Johnson, 2020). Dames (2006) and Haughton et al. (2013) identify sabotage as a 
deliberate act of interfering with other students' success and progress in academic activities by 
academic staff or fellow students. Emerging evidence of academic mobbing found that the most 
common types of bullying were psychological and emotional attacks, often directed towards a 
student by either administrators, lecturers or even other students (Kumar et al., 2019; Johnson, 
2020). Students who experience bullying and mobbing can lose dignity, self-confidence and 
productivity, and experience excessive non-school-work-related stress and other related health 
issues (Motin, 2009). Prevost and Hunt (2018) conclude that institutions of higher learning 
should help foster a culture and environment of civility and focus on reducing incidents of 
academic mobbing and sabotage. There is still a need to close the research gap on bullying, 
sabotage, and academic mobbing. The analysed studies did not examine all components of 
sabotage and mobbing in academia as related to students.  

In the United States, workplace bullying or mobbing is extremely difficult to prosecute 
because earlier, bullying or mobbing did not fall under any federal or state laws (Motin, 2009). 
Calvert's (2017) study revealed that this is partly due to students becoming dissident due to low 
self-esteem, lack of encouragement, and a sense of purposelessness. Low self-esteem causes a 
student to feel worthless. Self-esteem issues may result from puberty, a lack of home 
encouragement or abuse at home, bullying, or an underlying mental illness. Although there is 
a growing body of research on workplace bullying and aggression across multiple industries 
and professional groups, less is known about the effects of bullying, sabotage, and mobbing of 
students in HE. Mental health problems were identified in the study by Lee (2020) as one of 
the outcomes of aggression, sabotage and bullying of students in institutions of higher learning. 
Hollis (2017) asserts that bullying is based on a power differential, that those without power 
are more likely to endure bullying. Students in HE are expected to obey and follow the 
instructions of the academics and support staff. In some cases, students are subjected to 
maltreatment in lecture rooms and university offices. The majority of these treatments are not 
reported and remain unchallenged, leaving the victims feeling hopeless and demoralised. 
Conco et al. (2021) affirm that at the individual level, bullying can lead to physical problems 
such as somatic or musculoskeletal disorders and mental health problems, including anxiety, 
depression, psychological distress, and even suicidal ideation. There is mounting evidence that 
bullying also occurs in South African universities (ASA Wits, 2015). 

 
Postgraduate Student Supervision Debacle in Higher Education 
 
The postgraduate research program enrolment in honours, master's, or doctoral studies is an 
important long-term commitment that has the potential to transform a student’s life (Shariff et 
al., 2014). During the study period, a key person in a student’s life is his or her research 
supervisor; therefore, an effective working relationship between the supervisor and the student 
is crucial (Ali et al., 2016). Over the years supervision has also proven to be problematic, 
counterproductive, harmful, and unethical at times (Ladany et al., 2013). Studies have explored 
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how supervisors interact with their students and the consequences associated with using various 
supervisor behaviours to make supervision effective (Alam et al., 2013). The idea is to identify 
the supervisor characteristics and behaviours that are associated with favourable outcomes 
(Costa, 2018). The outcomes include high motivation, high performance, favourable attitudes 
(toward the student’s research work) and developing recommendations for improving student 
supervision (Abiddin et al., 2011). The supervision challenges have the potential to undermine 
the development of knowledge in any area of research (Cullen et al., 1994). Abusive 
supervision is defined as students’ perceptions of the extent to which supervisors engage in the 
sustained display of hostile verbal and nonverbal behaviours, excluding physical contact. 
Abusive supervisors may mistreat their subordinates to accomplish objectives, causing 
emotional and psychological injury (Costa, 2018). For instance, a supervisor may mistreat 
students to elicit high performance or to convey the message that mistakes will not be tolerated 
(Ali et al., 2016). Petty tyranny refers to a superior’s use of power “oppressively, capriciously, 

and perhaps vindictively”, as comprising six subdimensions: arbitrariness and self-
aggrandizement, belittling students, lack of consideration, a forcing style of conflict resolution, 
discouraging initiative, and noncontingent punishment (Shariff et al., 2014). Petty tyranny 
captures behaviours that may not necessarily be viewed as hostile. For example, a supervisor 
would not be perceived as hostile simply because he or she is not friendly or approachable or 
because he or she does not perform small actions to make life pleasant for the student.  

In recent studies, researchers found supervisor guidance and support helpful; however, there 
were large individual differences concerning what students found unhelpful (Ladany et al., 
2013). Students in HE generally struggle to complete their research endeavours in a specified 
time (Costa, 2018). Academic supervision can occur through textual and verbal conflictive 
supervisor behaviour or unsupportive supervisor behaviour (Ali et al., 2016). These 
characteristics can be shown in an old-fashioned (teacher-centred) supervision approach. 
Askew et al. (2016) note four factors that affect the behaviour of research supervisors, namely 
workload agreements, time pressures, quality of students, and recognition of the supervisors’ 
contribution. The old-fashioned supervisor conducts supervision under the assumption that the 
emphasis is on power, control and dominance over the student. The student’s role is to follow 
instructions and comply with everything put to him or her. However, according to the 
constructivism theory, the supervisor approach (student-centred) rests on the assumption that 
community is built through interactions and that shared normative frameworks embrace 
reflexivity. The concept of “reflexive supervisor” derives from the social constructivist theories 
with assumptions that we understand the world by changing it. The supervision process in the 
eyes of the reflexive supervisor becomes a co-learning exercise between the supervisor and the 
student. Although it is a skills transfer session, the supervisor is concerned about the feelings 
and well-being of the student. The human factor is inculcated in the activities of the reflexive 
supervisor, he or she approaches supervision of the student in a kind manner.  

 
Publish or Perish: Notion of H-Index 
 
The notion of “publish-or-perish” (Parchomovsky, 2000) has come to affect scientific 
leadership in the HE sectors and has not only led to cognitive distortions among established 
scholars but also indirect academic jealousy between generations in the HE sectors (Vecchio, 
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2000; Bayar & Koca, 2021). Van Dalen and Henkens (2012) argue, using many citations, that 
the upward mobility of younger scholars has risen and subsequently increased the H-indexes. 
From the primitive systems thinking of older scholars, especially those who are regarded as 
giants in various hard and soft disciplines as described by Biglan (1973), it has been more of a 
frustration as the significant increase in the so-called increasing professoriate in South Africa 
has led to the compromise of academic quality enhancement. On the other hand, with the 
significant changes in HE, in response to the volatile, uncertain, complex and ambiguous 
(VUCA) world (Mahel, 2021), the argument remains on the agility, authenticity and 
assertiveness of new scholars of this generation who are moving towards higher adversity 
quotient personalities and leadership stances (Fitriani et al., 2023).  

It is known that the HE system in South Africa was developed to favour the privileged and 
elites along racial lines (Larkin, 2021). The traditional HE institutions have not begun to 
reimagine black people as the effective producers of knowledge in those institutions (Hodge & 
Lacasse, 2011; Manganyi, 2016; Jacobs & Bank, 2019). Education and psychology scholars 
have demonstrated the perpetuation of ideas of coloniality in the HE systems of the country 
(Manganyi, 2016). The coloniality of the educational systems in HE rewards processes is 
demonstrated in the inequality of academic staff on demographics and journal accrediting 
systems as regulated by DHET (Belluigi & Thondhlana, 2019; Dupree & Boykin, 2021; Heleta 
& Mzileni, 2024). Hlatshwayo and Fomunyam (2019) found that young black academics in 
academic development programmes in traditional white universities were used as instruments 
of marginalisation and gatekeeping for the benefit of white academics which underscores the 
domination of white culture in the academic sphere in the HE system of South Africa. This 
illustrates the inequality among racial groups, demonstrated in the dominance and longevity of 
employability in HE institutions (Shultz & Rankhumise, 2023). Many studies show that there 
are barriers and hurdles that black academics are faced with in the HE institutions of South 
Africa. The concept of “publish-or-perish” has to be viewed as an ultimatum which in the 
current situation seems overstretched as a standard for survival in academia (Parchomovsky 
2000). The planes are not balanced between racial lines in South Africa and this situation can 
never be acceptable. To delve further into the concept, many black scholars wish to resolve the 
conditions faced by black people in the communities that they emerge from. Meaningful 
research efforts that focus on local challenges of black communities result in the rejection of 
papers by black scholars because editors feel they are not in the interest of their readers. These 
are concerns that need to be debated within academic research discourse and make the 
“publish-or-perish” ultimatum a realistic concept within the neocolonial educational system. 
 
Ethical values for future higher learning institutions leadership in South Africa 
 
This section of the review highlights some of the factors identified through a desktop and 
literature review (Holcombe, 2023); the leadership styles, good followership traits, inclusivity 
as well as Africanising leadership in HE sectors in South Africa.  
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Leadership Style Suitable for the VUCA World in the Higher Education Sector: Authors' 
Opinion 

 
Marwala (2021) reported explicitly in his book on modern and contemporary leaders in the 
VUCA world (Mahel, 2021), that agility comes out as the key trait to survive the HE sectors, 
sector (as an office) and corridor politics (Ferris, 2011). In his writing, Marwala (2021) asserts 
that the sphere of agility is a thing of the future, where no leader should speak without 
highlighting the technology, the Internet of Things, or artificial intelligence, in the 21st century. 
This raises the question of how this is associated with leadership. Agile leaders in the VUCA 
world require scholars who are turning to academic leaders in the HE institutions, especially in 
hard, hard-applied, soft and soft-applied disciplines to acclimatize to the significantly complex 
and ever-changing VUCA world (Mahel, 2021).  

Recently, the global recession in 2018/2019 pushed countries such as South Africa into junk 
status; subsequently impacting the value of education in South Africa (Jansen 2023a); when 
the HE institutions were hit by the riots across the country on the #FeesMustFall (Jansen, 
2023b; Ndlovu-Gatsheni, 2023); when the globe was under the siege of the pandemic; and 
COVID 19, forcing HE institutions to close down, with some of the institutions still recovering 
to this day, especially those previously disadvantaged in South Africa (Alex, 2022), and 
interestingly, even those that were advantaged are being financially challenged because of 
stagnation. In response, Marwala (2021) highlighted in brief on types of leaders required in HE 
institutions, “Those who are interested in science and technology should also be required to 

study human and social sciences, visa-versa”. In this quote, he portrays how a norm of scholars 
in HE institutions is required to consider a certificate to teach, a Postgraduate Diploma in HE, 
which gives an open context in HE. Yet, the so-deployed scholars in the sciences, technology, 
management and humanities have failed with no qualifications to embody their leadership in 
the VUCA world. This has not become a crisis in South Africa, but a matter of politicising 
academic leadership portfolios (Mahel, 2021).  

Alonderiene and Majauskaite (2016) reported that the servant leadership style of arrogant 
renowned academic professors and those holding doctorates leads to academic job satisfaction 
in the faculty compared to the controlling autocratic leadership style mostly taken by either 
early or older academic leaders. This is corroborated by the writings of Marwala (2021), who 
argues that the advancement of South African leaders should adapt to the Chinese strategy 
(Marwala, 2021; Marwala, 2023a; Marwala, 2023b), which is considered the global rating of 
the education system, comprising of modern and forward-looking ideology which is embraced 
by agility as a key quality in leader-person. We agree with the global servant yet authentic 
leadership style for leaders in HE institutions in South Africa, as politicism in leadership as 
described by Marwala (2021) and Jansen (2023a, b) bears no change against the changing HE 
sector, especially if it were to be globally rated and modernised. Lastly, we assert that stances 
required in future leaders should portray agility, especially in the ever-changing HE sphere; 
thus, culture-driven institutions, cascaded meaningfully to the faculties level should be a thing 
of the future (van Ameijde, 2009; Asmawi et al., 2013). This is further corroborated by 
Marwala (2023b), who asserts that leading in this space should encompass higher-order 
thinking, yet compassion and sympathetic selfless leading should play a key role in human 
capital development in academia. The notion is that solidarity in the space of academia is a 
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practice and mentality of the past. This has been numerously noted with the low-quality aspect 
of the “publish-or-perish” notion and the research incentives, where quality has been 
significantly downgraded through postdoctoral and visiting professoriate fellowships (Melin, 
2005; Fitzenberger & Schulze, 2014).  

 
Followership Traits and Attributes in the Higher Education Sector 

 
Pragmatic or alienated followership comes naturally as a stance for a majority of the academic 
staff members, and this at most is ascribed to the type of business at hand in academia (Kelley, 
1992). From the beginning of time, academia was reserved for a group of those perceived as 
intelligent, while others were excluded because they were not part of the elite-intelligent class 
nor did they subscribe to certain norms. This is highlighted by Bernal and Villalpando (2002) 
who explain the apartheid of knowledge in academia. However, with time, particularly in this 
era of decolonisation and Africanization of different curricula from different disciplines, as 
described by Biglan (1973) in the African continent, particularly in the South African academic 
context, leadership stance and agility play a major role in describing how followers in academia 
become inclined to the cultural, tribal and African academia followership stances due to the 
current era and context (Billot et al., 2013; Osborne, 2011).  

For example, the “Ubuntu Principles” of Nelson Mandela's servant and people-centred 
leadership turned followers in soft-applied disciplines such as Humanities faculties into 
exemplary followers, as they are qualitatively allowed to apply their day-to-day life principles 
in their thinking. On the other hand, this is not the case with most scientists and engineers; they 
are abstract and are at most ascribed to be alienated, while some are passive, conformist and 
suppressed to be promoted (Kelley, 1992). The biggest question remains, what types of 
leadership stances are to be maintained by those in critical powers in academia to embrace and 
change the followership stances in operation spaces? Is academia yet to take the corporate 
stance to improve its organisational performance in Africa?  

Leaders of the future, as described by Marwala (2021), should portray skills that ease the 
subscription of followers in the diverse highly cultured academic fraternity. From the Vice-
Chancellors to the executive directors in support structures in universities, organisational 
cultured systems thinking that attracts, retains and influences those contributing to the 
university goals should be displayed (Gaus et al., 2019). At most, the Institutional Strategic 
Vision shared by the university councils during the Annual Lekgotla contain this drafted 
document. However, the self-same executive management is failing to embrace the 
organisational culture strategies embedded in these documents, subsequently leading to a lack 
of good followership (Billiot et al., 2013; Gaus et al., 2019). To embrace good governance with 
good leadership, organisational culture remains the core base of entrusting all employees by 
getting a clear buy-in from all levels (Gaus et al., 2019). The bureaucratic structure is not 
conducive to embracing good leadership. For example, in most institutions (Boughey & 
McKenna, 2021) there is normally minimal or unclear humanistic communication on the 
culture at hand from top management; it normally cascades in a bureaucratic structure, and at 
most with a lack of good leadership in different structures. Only documents are shared with the 
assumption that academic staff will comprehend and accept them without any dispute. 
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However, this has been shown to significantly affect the followership at hand (Osborne, 2011; 
Billiot et al., 2013), and for the future improvement of followership, good leadership systems 
in HE sectors, particularly in universities, are sorely required. For future institutions, this can 
only be achieved by an annual meeting where the institutional visions embracing good 
governance are communicated first-hand by the bearer, the office of the Vice Chancellor, with 
all employees and delegations at the higher levels in attendance.  

 
Embracing Inclusivity in the Complex Higher Education Sector 

 
Diversity, equity, and inclusivity in contemporary higher learning institutions are not new 
concepts and have been widely studied (Mudau & Khanare, 2021). However, xenophobia and 
prejudice attributed to racism and gender remain core challenges in higher learning (Mudau & 
Khanare, 2021; Heffernan, 2022). Contributing to these factors, the cognitive distortions, the 
office and corridor politics (Ferris, 2011; Grappi, 2018) in the higher learning sector, bullying, 
mobbing, sabotage and academic jealousy in higher learning, the postgraduate student 
supervision debacle and the most common “Publish-or-perish: Notion of H-index” are yet to 
be modified through effective and good leadership and followership that embraces inclusivity 
(Parchomovsky 2000; Bayar & Koca, 2021). For example, regarding the cognitive distortions, 
recent studies (Gonçalves, 2024) are recommending personal mastery through self-discovery, 
and these are to be effectively facilitated by Human Capital support; however, this remains part 
of the Institutional Strategies Visions, that are gathering dust year-in-year-out without 
meaningful implementations, including every level of the Human Capital. To achieve this 
theoretically, as described by Danko (2003), academics are human and require a nurturing 
approach from very agile leaders who understand talent management and are authentic in 
leading diverse Human Capital, most of whom have worked pragmatically on their tenures for 
a lifetime. On the other hand, office and corridor politics (Ferris, 2011; Grappi, 2018), as well 
as bullying, mobbing, sabotage and academic jealousy, require good cultured system thinking 
from top management, cascading gradually with the same principles to the lower management, 
with clearly regurgitated information to ease comprehension of the complex strategy at hand; 
thus, executive management remains the custodian and responsible office to lead by example 
in ensuring that the uptake of the strategy does not discriminate and is widely expressed across 
the diverse community meaningfully (Zerfass et al., 2020). Lastly, the postgraduate student 
supervision debacle and the most common “Publish-or-perish: Notion of H-index” should be 
decluttered using an effective organisational culture (Gaus et al., 2019) that embraces quality 
education and ethical research; thus, none of the students and academic staff should be 
excluded due to race, class or gender.  

 
Africanising Leadership in the Higher Education Sector in South Africa 

 
The HE leadership model was adopted from the old colonial (apartheid) leadership model 
(Behm-Cross, 2017). The existing colonial leadership model in HE was developed to favour 
one (European) race in exclusion of the African people (Walker, 2018). Little or nothing has 
been done to transform the colonial leadership model that continues to be used in HE. The lack 
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of transformation in HE leadership calls for the conceptualisation of an alternative leadership 
model that addresses the concerns and aspirations of the African people. Africanised leadership 
efforts in the context of HE should not be limited to but must concern itself with the adoption 
of the type of leadership model that is not exclusive or oppressive to people of any other race. 
It has to be curious about the needs and aspirations of the indigenous people of Africa 
irrespective of gender, ethnicity or social orientation (Mamdani, 2018). It must assure the 
people of Africa that access to human rights, dignity and integrity, sustainable livelihoods, and 
physical and mental health and well-being are systemically ensured in HE, rather than focusing 
on institutional change or individual engagements among leadership and their subjects. 

The concept of Africanisation signifies the process of taking a stand that is concerned with 
highlighting and assuming the cultural and historical perspectives, practices, and values that 
are African in design (Walker, 2018). Africanised leadership promotes African knowledge 
systems, cultural values, and practices in various aspects of leadership. It is the leadership that 
seeks to create an environment where Africans take pride in their cultural heritage and belief 
systems. This is achieved by infusing African philosophical values and cultural significance 
into the processes of leadership (Prinsloo, 2010; Walker, 2018). Africanised leadership 
encourages the command of African Indigenous Knowledge Systems (IKS) in dealing with the 
modern-day challenges faced by African people in various walks of life, it promotes the use of 
indigenous languages. Leadership within the context of the African philosophy is founded on 
the belief that leadership should be a collaborative, communal, and holistic process where the 
leaders along with African people should be fully engaged and productive members of the HE 
institution (Letsekha, 2013). 
 

Conclusion 
 
The review reveals a concerning trend of academic jealousy within higher learning institutions 
in South Africa, which poses a significant threat to the ethical integrity and overall functioning 
of these institutions. The prevalence of academic jealousy, characterized by actions such as the 
sabotage of colleagues' work, spreading of false information, and hindrance of academic 
progress, undermines the collaborative spirit that is essential for academic growth and 
innovation. This issue is exacerbated by a lack of strong ethical leadership and inadequate 
mechanisms to address unethical behaviour effectively.  

The impact of academic jealousy extends beyond individual victims; it creates a toxic 
environment that stifles creativity, discourages collaboration, and ultimately diminishes the 
quality of education and research output. The situation is dire and requires immediate and 
concerted efforts to instil and reinforce ethical values among current and future leaders in 
academia. Failure to address this issue urgently could result in long-term damage to the 
reputation and effectiveness of South Africa’s HE sectors and institutions.  

Based on this review, it is firstly recommended that Ethical Leadership Training Programs 
be implemented, similar to the current programmes run by HE Leadership and Management 
(HELM). However, shortcomings of the programme are that higher learning is bloated with 
old bureaucratic professors lacking agility and not participating in these programmes. 
Therefore, HE institutions should urgently develop and implement compulsory comprehensive 
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ethical leadership training programmes for current and future academic leaders. These 
programmes, like HELM, should focus on instilling values such as integrity, transparency, and 
respect, which are crucial for combating academic jealousy. These programs should follow the 
“future professors” type of initiatives and “professors” forums that exist within the institutions.  

Secondly, the establishment of a Code of Conduct with Strict Enforcement Mechanisms: 
Institutions must establish or reinforce a clear code of conduct that explicitly addresses issues 
related to academic jealousy. This code should include specific consequences for unethical 
behaviour with transparent and swift enforcement to deter such actions. Monitoring of such a 
code of conduct can be assigned to the risk office and human resources and every line manager 
should be obligated to create a culture of positivity.  

In addition, Creation of Support Systems for Victims of Academic Jealousy: Institutions 
should establish confidential support systems and reporting mechanisms for those affected by 
academic jealousy. These systems should ensure that victims are protected from further harm 
and that their complaints are addressed with the seriousness they deserve. Wellness and 
Careways should be assigned to manage this task, and whistleblowers or anonymous reporting 
should be encouraged with evidence to show serious alleviation of academic jealousy. 
Moreover, the promotion of a Collaborative Academic Culture: Academic leaders should 
promote a culture that values collaboration over competition. This can be achieved through 
initiatives such as team-based projects, interdisciplinary research opportunities, and 
recognition programs that reward collaborative efforts. This task should be carried out through 
an HR talent search in faculties so that the culture of the institution encourages all employees 
to become ambassadors. 

Another practice should be the Regular Monitoring and Evaluation of Ethical Practices:   
There should be regular assessments of the ethical climate within institutions. These 
evaluations should involve surveys, feedback from staff and students, and external audits to 
ensure that ethical standards are being maintained and improved over time. This should be done 
by the Institutional Forum, Institutional Planning and Quality Enhancement, Council of Higher 
Education, Human Resources, Wellness, Students Governance, and Risk Office. In addition, 
the Involvement of External Stakeholders: To ensure accountability, institutions should involve 
external stakeholders, such as accreditation bodies and government agencies, in monitoring 
and enforcing ethical standards. This external oversight can provide an additional layer of 
accountability and support for internal efforts to address academic jealousy. External 
stakeholders like the alumni organisation, old alumni organisation, and provincial government 
should be involved. Immediate action on these recommendations is crucial for safeguarding 
the integrity and future success of South Africa's HE institutions. 
  



IJELM – International Journal of Educational Leadership and Management, 13(1)   

 
 

83 

References 
 
Abiddin, N.Z., Ismail, A., Ismail, A. (2011). Effective Supervisory Approach in Enhancing 

Postgraduate Research Studies. International Journal of Humanities and Social Science, 
1(2), pp.206-217. 
https://citeseerx.ist.psu.edu/document?repid=rep1&type=pdf&doi=483974090f1097e1310
9400fc07cf25b0041a423  

Academic Staff Association of Wits University. (ASA Wits). (2015). Bullying at Wits 
University: A Survey of Wits' Academics Opinions/experiences on bullying at the 
University 2014 - 2015. Johannesburg: ASAWU, 2015. 

Alam, F., Alam, Q., Rasul, M. (2013). A Pilot Study on Postgraduate Supervision. Procedia 

Engineering, 56, pp.875-881. https://doi.org/10.1016/j.proeng.2013.03.210  
Alex, J.K. (2022). Impact Of The COVID-19 Pandemic on The Academic Life of Higher 

Education Students: A Rural South African Perspective from a Global Study. South African 

Journal of Higher Education, 36(1), pp.20-40. https://dx.doi.org/10.20853/36-1-4303  
Alexander, B., (2020). Academia Next: The Futures of Higher Education. Baltimore: Johns 

Hopkins University Press. https://muse.jhu.edu/pub/1/monograph/book/72236  
Ali, P., Watson, P., Dhingra, K. (2016). Postgraduate Research Students’ and Their 

Supervisors’ Attitudes towards Supervision. International Journal of Doctoral Studies, 11. 
pp. 227-241. tudies, 11, 227-241. http://www.informingscience.org/Publications/3541  

Alonderiene, R. and Majauskaite, M. (2016). Leadership Style and Job Satisfaction in Higher 
Education Institutions. International Journal of Educational Management, 30(1), pp.140-
164. https://doi.org/10.1108/IJEM-08-2014-0106  

Anjum, A., Muazzam, A., Manzoor, F., Visvizi, A., Nawaz R. (2019). Mediating Bullying and 
Strain in Higher Education Institutions: The Case of Pakistan. Sustainability, 2244, pp.1-11. 
https://doi.org/10.3390/su11082244  

Askew, C., Dixon, R., Mccormick, R., Callaghan, K., Wang, G., Shulruf, B. (2016). Facilitators 
and Barriers to Doctoral Supervision: A Case Study in Health Sciences. Issues in 

Educational Research, 26(1), pp.1-9. 
https://search.informit.org/doi/10.3316/ielapa.020494712609617  

Asmawi, A., Zakaria, S. and Wei, C. (2013). Understanding Transformational Leadership And 
R&D Culture in Malaysian Universities. Innovation: Management, Policy & Practice, 
15(3), pp.287-304. https://doi.org/10.5172/impp.2013.15.3.287  

Banerjee, A., Galiani, S., Levinsohn, J., McLaren, Z. and Woolard, I. (2008). Why Has 
Unemployment Risen in The New South Africa? 1. Economics of Transition, 16(4), pp.715-
740. https://doi.org/10.1111/j.1468-0351.2008.00340.x  

Baporikar, N. (2024). Contemporary Leadership Styles and Challenges for Governance. 
Hershey: In Global Trends in Governance and Policy Paradigms (IGI Global). 
https://www.igi-global.com/chapter/contemporary-leadership-styles-and-challenges-for-
governance/344201  

Barbour, S. D. (2013). Workplace Bullying in Higher Education Does Exist. ADRRI Journal, 
1(1), pp.32-39. https://doi.org/10.55058/adrrij.v1i1.19  

https://citeseerx.ist.psu.edu/document?repid=rep1&type=pdf&doi=483974090f1097e13109400fc07cf25b0041a423
https://citeseerx.ist.psu.edu/document?repid=rep1&type=pdf&doi=483974090f1097e13109400fc07cf25b0041a423
https://doi.org/10.1016/j.proeng.2013.03.210
https://dx.doi.org/10.20853/36-1-4303
https://muse.jhu.edu/pub/1/monograph/book/72236
http://www.informingscience.org/Publications/3541
https://doi.org/10.1108/IJEM-08-2014-0106
https://doi.org/10.3390/su11082244
https://search.informit.org/doi/10.3316/ielapa.020494712609617
https://doi.org/10.5172/impp.2013.15.3.287
https://doi.org/10.1111/j.1468-0351.2008.00340.x
https://www.igi-global.com/chapter/contemporary-leadership-styles-and-challenges-for-governance/344201
https://www.igi-global.com/chapter/contemporary-leadership-styles-and-challenges-for-governance/344201
https://doi.org/10.55058/adrrij.v1i1.19


Makhoahle et al.– Ethical Values for Future Leaders in Higher Learning Institutions  
 

 

84 

Barnes, TA. (2018). Uprooting University Apartheid in South Africa: From Liberalism to 
Decolonization. London: Routledge. https://www.routledge.com/Uprooting-University-
Apartheid-in-South-Africa-From-Liberalism-to-
Decolonization/Barnes/p/book/9780367786984?srsltid=AfmBOordmWKPS7f5WZWfXtb
VE-yd-zn2YKUvTqvItYC9snMTHcBmZ0lD  

Bayar, A. and Koca, M., (2021). The Perspectives of Academicians on Academic Jealousy. 
Shanlax International Journal of Education, 9(4), pp.78-90. 
http://www.shanlaxjournals.in/journals/index.php/education  

Behm-Cross, S. (2017). Whiteness in the Academy: Using Vignettes to Move beyond Safe 
Silences. Teaching in Higher Education 22(7), pp.879-87. 
https://doi.org/10.1080/13562517.2017.1340266  

Belluigi, D.Z., and Thondhlana, G. (2019). ‘Why Mouth All the Pieties?’ Black and Women 
Academics Revelations About Discourses of ‘Transformation’ at an Historically White 
South African University. Higher Education, 78, pp.947-963. 
https://link.springer.com/article/10.1007/s10734-019-00380-w  

Bernal, D.D. and Villalpando, O. (2002). An Apartheid of Knowledge in Academia: The 
Struggle Over The Legitimate Knowledge of Faculty of Color. Equity & Excellence in 

Education, 35(2), pp.169-180. https://doi.org/10.1080/713845282  
Biglan, A. (1973). The characteristics of subject matter in different academic areas. Journal of 

Applied Psychology, 57(3), pp.195. https://doi.org/10.1037/h0034701  
Billot, J., West, D., Khong, L., Skorobohacz, C., Roxå, T., Murray, S. and Gayle, B. (2013). 

Followership in Higher Education: Academic Teachers and Their Formal Leaders. Teaching 

and Learning Inquiry, 1(2), pp.91-103. https://doi.org/10.2979/teachlearninqu.1.2.91  
Boonzaier, F., & Mhkize, L. (2018). Bodies Out of Place: Black Queer Students Negotiating 

Identity at the University of Cape Town. South African Journal of Higher Education, 32(3), 
81–100. https://hdl.handle.net/10520/EJC-10048c45c8  

Boughey, C. and McKenna, S., (2021). Understanding Higher Education: Alternative 
Perspectives. African Minds, pp.172. 
https://library.oapen.org/bitstream/handle/20.500.12657/51123/9781928502210.pdf  

Calvert, E.E. (2017). Engaging Student Disengagement. Exigence, 1(1), pp.1-12. 
https://commons.vccs.edu/exigence/vol1/iss1/12  

Cassidy, W., Faucher, C. and Jackson, M., (2018). You Need a Thick Skin…: Impacts of 
Cyberbullying at Canadian Universities. In Cyberbullying at University in International 
Contexts. London: Routledge. https://doi.org/10.4324/9781315189406  

Chukwuorji, J. C., Nweke, A., Iorfa, S. K., Lloyd, C. J., Effiong, J. E., & Ndukaihe, I. L. (2021). 
Distorted Cognitions, Substance Use and Suicide Ideation Among Gamblers: A Moderated 
Mediation Approach. International Journal of Mental Health and Addiction, 19, pp.1398-
1409. https://link.springer.com/article/10.1007/s11469-020-00232-0  

Cleary, M., Walter, G., Halcomb, E. and Lopez, V., (2016). An Examination of Envy and 
Jealousy in Nursing Academia. Nurse Researcher, 23(6), 14-19. 
https://doi:10.7748/nr.2016.e1405    

Conco, D. N., Baldwin-Ragaven, Christofides, L., N. J., Libhaber, E., Rispel, L. C., White, J. 
A., Kramer, B. (2021). Experiences Of Workplace Bullying Among Academics in A Health 

https://www.routledge.com/Uprooting-University-Apartheid-in-South-Africa-From-Liberalism-to-Decolonization/Barnes/p/book/9780367786984?srsltid=AfmBOordmWKPS7f5WZWfXtbVE-yd-zn2YKUvTqvItYC9snMTHcBmZ0lD
https://www.routledge.com/Uprooting-University-Apartheid-in-South-Africa-From-Liberalism-to-Decolonization/Barnes/p/book/9780367786984?srsltid=AfmBOordmWKPS7f5WZWfXtbVE-yd-zn2YKUvTqvItYC9snMTHcBmZ0lD
https://www.routledge.com/Uprooting-University-Apartheid-in-South-Africa-From-Liberalism-to-Decolonization/Barnes/p/book/9780367786984?srsltid=AfmBOordmWKPS7f5WZWfXtbVE-yd-zn2YKUvTqvItYC9snMTHcBmZ0lD
https://www.routledge.com/Uprooting-University-Apartheid-in-South-Africa-From-Liberalism-to-Decolonization/Barnes/p/book/9780367786984?srsltid=AfmBOordmWKPS7f5WZWfXtbVE-yd-zn2YKUvTqvItYC9snMTHcBmZ0lD
http://www.shanlaxjournals.in/journals/index.php/education
https://doi.org/10.1080/13562517.2017.1340266
https://link.springer.com/article/10.1007/s10734-019-00380-w
https://doi.org/10.1080/713845282
https://psycnet.apa.org/doi/10.1037/h0034701
https://doi.org/10.2979/teachlearninqu.1.2.91
https://hdl.handle.net/10520/EJC-10048c45c8
https://library.oapen.org/bitstream/handle/20.500.12657/51123/9781928502210.pdf
https://commons.vccs.edu/exigence/vol1/iss1/12
https://doi.org/10.4324/9781315189406
https://link.springer.com/article/10.1007/s11469-020-00232-0
https://doi:10.7748/nr.2016.e1405


IJELM – International Journal of Educational Leadership and Management, 13(1)   

 
 

85 

Sciences Faculty at a South African University. South African Medical Journal, 111(4), 
pp.315-320. https://doi.org/10.7196/SAMJ.2021.v111i4.15319   

Cornell, J., & Kessi, S. (2017). Black Students’ Experiences of Transformation at a Previously 
“White Only” South African University: A Photovoice Study. Ethnic and Racial Studies, 
40(11), pp.1882-1899. https://doi.org/10.1080/01419870.2016.1206586  

Costa, K. (2018). A Systematic Review of Challenges in Research Supervision at South 
African Universities. Preprints, 2018120305. 
https://DOI:10.20944/preprints201812.0305.v1   

Cullen, D., Pearson, M., Saha, L., Spear, RH. (1994). Establishing Effective PhD Supervision. 
Australia: Australian Government Publishing Service. 
https://nccastaff.bournemouth.ac.uk/hncharif/MathsCGs/Desktop/PGCertificate/230_full.p
df  

Dames, M. (2006). Plagiarism: Intellectual Property-Plagiarism: The New'Piracy'-K. Matthew 
Dames Sees Plagiarism Becoming the New Crime Du Jour as it Raises our Collective Level 
of Citation Sawy. Information Today, 23(10), pp.21. 
https://www.scopus.com/record/display.uri?eid=2-s2.0-
34547268785&origin=inward&txGid=6b49442f4bdfb15b49b0a9604e353ea6  

Danko, S., (2003). Nurturing Whole Person Development and Leadership Through Narrative. 

Journal of Interior Design, 29(1-2), pp.82-96. https://doi.org/10.1111/j.1939-
1668.2003.tb00386.x  

Dellifraine, J. L., McClelland, L. E., Erwin, C. O., Wang, Z. (2014). Bullying In Academia: 
Results From a Survey of Health Administration Faculty. The Journal of Health 

Administration Education, 31(2), pp. 148-163. 
https://www.ingentaconnect.com/content/aupha/jhae/2014/00000031/00000002/art00005  

Dupree, C. H., & Boykin, C. M. (2021). Racial Inequality in Academia: Systemic Origins, 
Modern Challenges, and Policy Recommendations. Policy Insights from the Behavioral and 

Brain Sciences, 8(1), pp.11-18. https://doi.org/10.1177/2372732220984183  
Faria, J. R., Mixon, F. G., & Salter, S. P. (2012). An Economic Model of Workplace Mobbing 

in Academe. Economics of Education Review, 31(5), pp.720-726. 
https://doi.org/10.1016/j.econedurev.2012.04.004  

Ferris, G.R. (2011). Political Skill at Work: Impact on Work Effectiveness. Hachette:UK. 
https://books.google.co.za/books/about/Political_Skill_at_Work.html?id=V6PbF820PyoC
&redir_esc=y  

Fitriani, M. and Muttaqiyathun, A. (2023). The Role of Transformational Leadership and 
Adversity Quotient for Millennial Employees Organizational Citizenship Behavior. 
Prosiding University Research Colloquium, pp.88-97. 

Fitzenberger, B. And Schulze, U. (2014). Up or Out: Research Incentives and Career Prospects 
Of Postdocs in Germany. German Economic Review, 15(2), pp.287-328. 
https://doi.org/10.1111/geer.12010  

Fox, S. (2009). Bullying in academia: Distinctive relations of power and control. Chicago: 

Loyola University. 
Fusar-Poli, P., de Pablo, G. S., De Micheli, A., Nieman, D. H., Correll, C. U., Kessing, L. V., 

Pfennig, A., Bechdolf, A., Borgwardt, S., Arango, C. & van Amelsvoort, T. (2020). What 

https://doi.org/10.7196/SAMJ.2021.v111i4.15319
https://doi.org/10.1080/01419870.2016.1206586
https://DOI:10.20944/preprints201812.0305.v1
https://nccastaff.bournemouth.ac.uk/hncharif/MathsCGs/Desktop/PGCertificate/230_full.pdf
https://nccastaff.bournemouth.ac.uk/hncharif/MathsCGs/Desktop/PGCertificate/230_full.pdf
https://www.scopus.com/record/display.uri?eid=2-s2.0-34547268785&origin=inward&txGid=6b49442f4bdfb15b49b0a9604e353ea6
https://www.scopus.com/record/display.uri?eid=2-s2.0-34547268785&origin=inward&txGid=6b49442f4bdfb15b49b0a9604e353ea6
https://doi.org/10.1111/j.1939-1668.2003.tb00386.x
https://doi.org/10.1111/j.1939-1668.2003.tb00386.x
https://www.ingentaconnect.com/content/aupha/jhae/2014/00000031/00000002/art00005
https://doi.org/10.1177/2372732220984183
https://doi.org/10.1016/j.econedurev.2012.04.004
https://books.google.co.za/books/about/Political_Skill_at_Work.html?id=V6PbF820PyoC&redir_esc=y
https://books.google.co.za/books/about/Political_Skill_at_Work.html?id=V6PbF820PyoC&redir_esc=y
https://doi.org/10.1111/geer.12010


Makhoahle et al.– Ethical Values for Future Leaders in Higher Learning Institutions  
 

 

86 

is Good Mental Health? A Scoping Review. European Neuropsychopharmacology, 31, 
pp.33-46. https://doi.org/10.1016/j.euroneuro.2019.12.105  

Gaus, N., Tang, M. and Akil, M. (2019). Organisational Culture in Higher Education: Mapping 
the Way to Understanding Cultural Research. Journal of Further and Higher Education, 
43(6), pp.848-860. https://doi.org/10.1080/0309877X.2017.1410530  

Gonçalves, S. (2024). Leadership, Ethics, and Innovative Approaches in Higher Education. 
The Bloomsbury Handbook of Values and Ethical Change in Transformative Leadership in 

Higher Education, pp.144-68. 
https://books.google.co.za/books?hl=en&lr=&id=4QkYEQAAQBAJ&oi=fnd&pg=PA144
&ots=vhuAU4YR3I&sig=Dns_hMUqhr5rxSwpDh7uc6lxaVo&redir_esc=y#v=onepage&
q&f=false  

Grappi, G. (2018). Asia’s Era of Infrastructure and the Politics of Corridors: Decoding the 
Language of Logistical Governance. Logistical Asia: The Labour of Making A World 
Region. In: Neilson, B., Rossiter, N., Samaddar, R. (eds). Singapore: Palgrave Macmillan. 
https://link.springer.com/chapter/10.1007/978-981-10-8333-4_9  

Gumede, V. (2020). Elusive Pursuit of Reconciliation and Development in Post-Apartheid 
South Africa. Strategic Review for Southern Africa, 15(2), pp.183-199. 
http://102.133.176.231/bitstream/20.500.12714/352/1/Elusive-pursuit-of-reconciliation-
and-development-in-post-apartheid-South-Africa.pdf  

Haughton, N. A., Yeh, K. M., Nworie, J., Romero, L. (2013). Digital Disturbances, Disorders, 
and Pathologies: A Discussion of Some Unintended Consequences of Technology in Higher 
Education. Educational Technology, 53(4), pp.3-16. https://www.jstor.org/stable/44430163  

Hautala, T., Helander, J. and Korhonen, V. (2024). Administrative Structures of Higher 
Education Institutions-Connection with the Experience of Professional Agency of Teaching 
Staff. International Journal of Leadership in Education, 27(4), pp.909-933. 
https://doi.org/10.1080/13603124.2021.1937704  

Heffernan, T. (2022). Sexism, racism, prejudice, and bias: A Literature Review and Synthesis 
of Research Surrounding Student Evaluations of Courses and Teaching. Assessment & 

Evaluation in Higher Education, 47(1), pp.144-154. 
https://doi.org/10.1080/02602938.2021.1888075  

Heleta, S., Mzileni, P. (2024). Bibliometric Coloniality in South Africa: Critical Review of the 
Indexes of Accredited Journals. Education as Change, 28(16020), pp.26. 
http://dx.doi.org/10.25159/1947-9417/16020    

Hlatshwayo, M. N., & Alexander, I. (2021). We've Been Taught to Understand that we don't 
have Anything to Contribute Towards Knowledge: Exploring Academics' Understanding of 
Decolonising Curricula in Higher Education. Journal of Education (University of KwaZulu-

Natal), 82, pp.44-59. http://dx.doi.org/10.17159/2520-9868/i82a03    
Hlatshwayo, M., & Fomunyam, K. (2019). Views from the Margins: Theorising the 

Experiences of Black Working-Class Students in Academic Development in a Historically 
White South African University. The Journal for Transdisciplinary Research in Southern 

Africa, 15(1), pp.1817-4434. https://repository.nwu.ac.za/handle/10394/35414  
Hodge, D. R., & Lacasse, J. R. (2011). Ranking Disciplinary Journals with the Google Scholar 

h-index: A New Tool for Constructing Cases for Tenure, Promotion, and Other Professional 

https://doi.org/10.1016/j.euroneuro.2019.12.105
https://doi.org/10.1080/0309877X.2017.1410530
https://books.google.co.za/books?hl=en&lr=&id=4QkYEQAAQBAJ&oi=fnd&pg=PA144&ots=vhuAU4YR3I&sig=Dns_hMUqhr5rxSwpDh7uc6lxaVo&redir_esc=y#v=onepage&q&f=false
https://books.google.co.za/books?hl=en&lr=&id=4QkYEQAAQBAJ&oi=fnd&pg=PA144&ots=vhuAU4YR3I&sig=Dns_hMUqhr5rxSwpDh7uc6lxaVo&redir_esc=y#v=onepage&q&f=false
https://books.google.co.za/books?hl=en&lr=&id=4QkYEQAAQBAJ&oi=fnd&pg=PA144&ots=vhuAU4YR3I&sig=Dns_hMUqhr5rxSwpDh7uc6lxaVo&redir_esc=y#v=onepage&q&f=false
https://link.springer.com/chapter/10.1007/978-981-10-8333-4_9
http://102.133.176.231/bitstream/20.500.12714/352/1/Elusive-pursuit-of-reconciliation-and-development-in-post-apartheid-South-Africa.pdf
http://102.133.176.231/bitstream/20.500.12714/352/1/Elusive-pursuit-of-reconciliation-and-development-in-post-apartheid-South-Africa.pdf
https://www.jstor.org/stable/44430163
https://doi.org/10.1080/13603124.2021.1937704
https://doi.org/10.1080/02602938.2021.1888075
http://dx.doi.org/10.25159/1947-9417/16020
http://dx.doi.org/10.17159/2520-9868/i82a03
https://repository.nwu.ac.za/handle/10394/35414


IJELM – International Journal of Educational Leadership and Management, 13(1)   

 
 

87 

Decisions. Journal of Social Work Education, 47(3), pp.579-596. 
https://doi.org/10.5175/JSWE.2011.201000024  

Holcombe, S. (2023). Indigenous Cultural Mapping in Australia: A Desktop Review. Centre 
for Social Responsibility in Mining. The University of Queensland: Brisbane. 
https://www.researchgate.net/profile/Sarah-Holcombe-
4/publication/375866521_Indigenous_Cultural_Mapping_in_Australia_a_desktop_review
_updated_final/links/65602982b1398a779dab9d45/Indigenous-Cultural-Mapping-in-
Australia-a-desktop-review-updated-final.pdf  

Hollis, L. (2017). This is why they Leave You: Workplace Bullying and Insight to Junior 
Faculty Departure. British Journal of Education, 5(10), pp.1-7. 
https://ssrn.com/abstract=3030905  

Jacobs, N & Bank, A. (2019). Biography in Post-Apartheid South Africa: A Call for 
Awkwardness. African Studies, 78(2), pp.165-182. 
https://doi.org/10.1080/00020184.2019.1569428  

Jameson, J. (2019). Moving Beyond ‘Homo Economicus’ Into Spaces for Kindness in Higher 
Education: The Critical Corridor Talk of Informal Higher Education Leadership. In Values 
of the University in a Time of Uncertainty. Cham: Springer International Publishing. 
https://link.springer.com/chapter/10.1007/978-3-030-15970-2_19  

Jansen, J.D. (2023a). Corrupted: A Study of Chronic Dysfunction in South African 
Universities. Johannesburg: Wits University Press. 

https://www.jstor.org/stable/10.18772/12023037946  
Jansen, J.D. (2023b). The Problem with Decolonisation: Entanglements in the Politics of 

Knowledge. The Journal of Modern African Studies, 61(1), pp.139-156. 
https://doi.org/10.1017/S0022278X23000162  

Johnson, Adrianne L. (2020) Exploring the Influence of Gender, Race, and Academic Rank on 
Faculty Bullying in Counselor Education. Journal of Counseling and Psychology, 3(1), pp. 
1-22. https://digitalcommons.gardner-webb.edu/jcp/vol3/iss1/3/  

Kakumba, U., Wamala, R., Wanyama, S. B. (2014). Employment Relations and Bullying in 
Academia: A Case of Academic Staff at Makerere University. Journal of Diversity 

Management, 9(1), pp.63-74. 
https://www.researchgate.net/publication/269110881_Employment_Relations_And_Bullyi
ng_In_Academia_A_Case_Of_Academic_Staff_At_Makerere_University#fullTextFileCo
ntent  

Keashly, L., & Neuman, J. H. (2008). Workplace Behavior Project Survey. Minesota: Minesota 

State University Mankato Report. https://www.researchgate.net/profile/Joel-
Neuman/publication/265994553_Final_Report_Workplace_Behavior_Bullying_Project_S
urvey/links/54c6594a0cf219bbe4f83223/Final-Report-Workplace-Behavior-Bullying-
Project-Survey.pdf  

Keashly, L., Neuman, J. H. (2010). Faculty Experiences with Bullying in Higher Education: 
Causes, Consequences, and Management. Administrative Theory & Praxis, 32(1), pp.48-70. 
https://doi.org/10.2753/ATP1084-1806320103  

Kelley, R. E. (1992). The Power of Followership. New York, NY: Doubleday. 
https://www.scirp.org/reference/referencespapers?referenceid=2093425  

https://doi.org/10.5175/JSWE.2011.201000024
https://www.researchgate.net/profile/Sarah-Holcombe-4/publication/375866521_Indigenous_Cultural_Mapping_in_Australia_a_desktop_review_updated_final/links/65602982b1398a779dab9d45/Indigenous-Cultural-Mapping-in-Australia-a-desktop-review-updated-final.pdf
https://www.researchgate.net/profile/Sarah-Holcombe-4/publication/375866521_Indigenous_Cultural_Mapping_in_Australia_a_desktop_review_updated_final/links/65602982b1398a779dab9d45/Indigenous-Cultural-Mapping-in-Australia-a-desktop-review-updated-final.pdf
https://www.researchgate.net/profile/Sarah-Holcombe-4/publication/375866521_Indigenous_Cultural_Mapping_in_Australia_a_desktop_review_updated_final/links/65602982b1398a779dab9d45/Indigenous-Cultural-Mapping-in-Australia-a-desktop-review-updated-final.pdf
https://www.researchgate.net/profile/Sarah-Holcombe-4/publication/375866521_Indigenous_Cultural_Mapping_in_Australia_a_desktop_review_updated_final/links/65602982b1398a779dab9d45/Indigenous-Cultural-Mapping-in-Australia-a-desktop-review-updated-final.pdf
https://ssrn.com/abstract=3030905
https://doi.org/10.1080/00020184.2019.1569428
https://link.springer.com/chapter/10.1007/978-3-030-15970-2_19
https://www.jstor.org/stable/10.18772/12023037946
https://doi.org/10.1017/S0022278X23000162
https://digitalcommons.gardner-webb.edu/jcp/vol3/iss1/3/
https://www.researchgate.net/publication/269110881_Employment_Relations_And_Bullying_In_Academia_A_Case_Of_Academic_Staff_At_Makerere_University#fullTextFileContent
https://www.researchgate.net/publication/269110881_Employment_Relations_And_Bullying_In_Academia_A_Case_Of_Academic_Staff_At_Makerere_University#fullTextFileContent
https://www.researchgate.net/publication/269110881_Employment_Relations_And_Bullying_In_Academia_A_Case_Of_Academic_Staff_At_Makerere_University#fullTextFileContent
https://www.researchgate.net/profile/Joel-Neuman/publication/265994553_Final_Report_Workplace_Behavior_Bullying_Project_Survey/links/54c6594a0cf219bbe4f83223/Final-Report-Workplace-Behavior-Bullying-Project-Survey.pdf
https://www.researchgate.net/profile/Joel-Neuman/publication/265994553_Final_Report_Workplace_Behavior_Bullying_Project_Survey/links/54c6594a0cf219bbe4f83223/Final-Report-Workplace-Behavior-Bullying-Project-Survey.pdf
https://www.researchgate.net/profile/Joel-Neuman/publication/265994553_Final_Report_Workplace_Behavior_Bullying_Project_Survey/links/54c6594a0cf219bbe4f83223/Final-Report-Workplace-Behavior-Bullying-Project-Survey.pdf
https://www.researchgate.net/profile/Joel-Neuman/publication/265994553_Final_Report_Workplace_Behavior_Bullying_Project_Survey/links/54c6594a0cf219bbe4f83223/Final-Report-Workplace-Behavior-Bullying-Project-Survey.pdf
https://doi.org/10.2753/ATP1084-1806320103
https://www.scirp.org/reference/referencespapers?referenceid=2093425


Makhoahle et al.– Ethical Values for Future Leaders in Higher Learning Institutions  
 

 

88 

King, C., Piotrowski, C. (2015). Bullying of Educators by Educators: Incivility in Higher 
Education. Contemporary Issues in Education Research, 8(4), pp.257-262. 
https://eric.ed.gov/?id=EJ1077336  

Koçak, D. (2019). Academic Jealousy Scale: Validity and Reliability Study. Journal of 

Measurement and Evaluation in Education and Psychology, 10(4), pp.467-479. 
https://dergipark.org.tr/en/download/article-file/880659  

Kochetkov, D. (2024). University Rankings in the Context of Research Evaluation: A State-
Of-The-Art Review. Quantitative Science Studies, pp.1-23. 
https://doi.org/10.1162/qss_a_00317  

Kroeze, J.H. (2020). A Framework for the Africanisation of the Information Systems 
Discipline. Alternation, 28, pp.38-65. https://doi.org/10.29086/2519-5476/2019/sp28.4a2  

Küçük, B. A. (2019). The Impacts of Toxic Organizational Climate, Narcissistic Leader and 
Workplace Envy on Individual Outcomes of Counterproductive Work Behavior, Work 
Exhaustion and Contextual Performance: The Roles of Perceived Self-Esteem and Self-
Control. Marmara Universitesi: Turkey. 
https://acikbilim.yok.gov.tr/handle/20.500.12812/307731  

Küçük, BA, & Taştan, S. (2020). The Examination of the Impact of Workplace Envy on 
Individual Outcomes of Counterproductive Work Behavior and Contextual Performance: 
the Role of Self-Control. Süleyman Demirel University Journal of Faculty of Economics 

and Administrative Sciences, 24(3), pp.735-766. 
https://dergipark.org.tr/tr/pub/sduiibfd/issue/53005/705271  

Kumar, P., Kumar, P., & Mishra, S. D. (2019). Frequency Distribution of Suicidal Idecation, 
Cognitive Distortions, Impulsivity and Depression among Young Adults in Patna, Bihar. 
Journal of Disability Management and Rehabilitation, 5(2) pp.85-94. 
http://jdmronline.org/index.php/jdmr/article/view/22  

Ladany, N., Mori, Y., Mehr, K. (2013). Effective and Ineffective Supervision. The Counseling 

Psychologist, 41, pp.28-47. https://doi.org/10.1177/0011000012442648  
Lampman, C. (2012). Women Faculty at Risk: U.S. Professors Report on their Experiences 

with Student Incivility, Bullying, Aggression, and Sexual Attention. NASPA Journal About 

Women in Higher Education, 5(2), pp.184-208. 
https://www.degruyter.com/document/doi/10.1515/njawhe-2012-1108/html  

Larkin, C. (2021). The University College of the North, Student Politics and the National Union 
of South African Students, 1960-1968. Southern Journal for Contemporary History, 46(1), 
pp.3-28. https://dx.doi.org/10.18820/24150509/SJCH46.v1.2  

Lee, A. (2020). Toward a Conceptual Model of Hierarchical Microaggression in Higher 
Education Settings: A Literature Review. Educational Review, 74(2), pp.1-32. 
https://doi.org/10.1080/00131911.2020.1793735  

Letsekha, T. (2013). Revisiting the Debate on the Africanisation of Higher Education: An 
Appeal for a Conceptual Shift. The Independent Journal of Teaching and Learning, pp.5 - 
18. https://hdl.handle.net/10520/EJC145143  

Lewis, D. (2004). Bullying at work: The Impact of Shame Among University and College 
Lecturers. British Journal of Guidance & Counselling, 32(3), pp.281-299. 
https://doi.org/10.1080/03069880410001723521 

https://eric.ed.gov/?id=EJ1077336
https://dergipark.org.tr/en/download/article-file/880659
https://doi.org/10.1162/qss_a_00317
https://doi.org/10.29086/2519-5476/2019/sp28.4a2
https://acikbilim.yok.gov.tr/handle/20.500.12812/307731
https://dergipark.org.tr/tr/pub/sduiibfd/issue/53005/705271
http://jdmronline.org/index.php/jdmr/article/view/22
https://doi.org/10.1177/0011000012442648
https://www.degruyter.com/document/doi/10.1515/njawhe-2012-1108/html
https://dx.doi.org/10.18820/24150509/SJCH46.v1.2
https://doi.org/10.1080/00131911.2020.1793735
https://hdl.handle.net/10520/EJC145143
https://doi.org/10.1080/03069880410001723521


IJELM – International Journal of Educational Leadership and Management, 13(1)   

 
 

89 

Mahel, T.A. (2021). Leadership Competencies for the Volatile, Uncertain, Complex and 
Ambiguous (VUCA) Environment: Challenges to Higher Education. European Journal of 

Humanities and Educational Advancements, 2(5), pp.119-138. 
https://10.17605/OSF.IO/DAC3Q  

Mamdani, M. (2018). The African University. London Review of Books, 40(14), pp.29-32. 
https://www.lrb.co.uk/the-paper/v40/n14/mahmood-mamdani/the-african-university  

Manganyi, NC. (2016). Apartheid and the Making of a Black Psychologist: A memoir. 
Johannesburg: Wits University Press. 
https://books.google.co.za/books?hl=en&lr=&id=2jZjDwAAQBAJ&oi=fnd&pg=PT7&dq
=Manganyi,+NC.+(2016).+Apartheid+and+the+Making+of+a+Black+Psychologist:+A+
memoir.+Johannesburg:+Wits+University+Press.+&ots=pfazfEaXHI&sig=5Fkb6BJ1mG
KYMM9cOpHtEyy_p6E&redir_esc=y#v=onepage&q=Manganyi%2C%20NC.%20(2016)
.%20Apartheid%20and%20the%20Making%20of%20a%20Black%20Psychologist%3A%
20A%20memoir.%20Johannesburg%3A%20Wits%20University%20Press.&f=false  

Martins, J.S., Simões, M., Relva, I.C. and Monteiro, A.P. (2023). Workplace Mobbing. In The 
Palgrave Handbook of Global Social Problems. Cham: Springer International Publishing. 

https://link.springer.com/referenceworkentry/10.1007/978-3-030-68127-2_207-1  
Marwala, T. (2021). Leading in the 21st Century: The Call for a New Type of African Leader. 

Bryanston: Tracy McDonald Publisher.  

https://books.google.co.za/books?hl=en&lr=&id=RgYPEAAAQBAJ&oi=fnd&pg=PT6&d
q=Marwala,+T.+(2021).+Leading+in+the+21st+Century:+The+Call+for+a+New+Type+o
f+African+Leader.+Bryanston:+Tracy+McDonald+Publisher.++&ots=TutGeqdwLz&sig=
CKvhS08QKX4UFtmrPQF1uVl6SOA&redir_esc=y#v=onepage&q&f=false 

Marwala, T. (2023a). Game Theory In Politics. In Artificial Intelligence, Game Theory and 
Mechanism Design in Politics. Singapore: Springer Nature. 
https://books.google.co.za/books?hl=en&lr=&id=qEfPEAAAQBAJ&oi=fnd&pg=PR6&d
q=Marwala,+T.+(2023a).+Game+Theory+In+Politics.+In+Artificial+Intelligence,+Game
+Theory+and+Mechanism+Design+in+Politics.+Singapore:+Springer+Nature.&ots=6cw
KL_FjLF&sig=LqgBYbYMWkfRfmyILRtvLHxlHw4&redir_esc=y#v=onepage&q=Mar
wala%2C%20T.%20(2023a).%20Game%20Theory%20In%20Politics.%20In%20Artificia
l%20Intelligence%2C%20Game%20Theory%20and%20Mechanism%20Design%20in%2
0Politics.%20Singapore%3A%20Springer%20Nature.&f=false  

Marwala, T. (2023b). Artificial Intelligence, Game Theory And Mechanism Design In Politics. 
Springer Nature. 
https://books.google.co.za/books?hl=en&lr=&id=qEfPEAAAQBAJ&oi=fnd&pg=PR6&d
q=Marwala,+T.+(2023b).+Artificial+Intelligence,+Game+Theory+And+Mechanism+Desi
gn+In+Politics.+Springer+Nature.&ots=6cwKL_FjNK&sig=hJsTAlEZc6zMUiVN9QGH
WhJk8aY&redir_esc=y#v=onepage&q=Marwala%2C%20T.%20(2023b).%20Artificial%
20Intelligence%2C%20Game%20Theory%20And%20Mechanism%20Design%20In%20
Politics.%20Springer%20Nature.&f=false  

McKay, R., Arnold, D. H., Fratzl, J., & Thomas, R. (2008). Workplace Bullying in Academia: 
A Canadian study. Employee Responsibilities and Rights Journal, 20, pp.77-100. 
https://doi.org/10.1007/s10672-008-9073-3  

https://10.0.68.197/OSF.IO/DAC3Q
https://www.lrb.co.uk/the-paper/v40/n14/mahmood-mamdani/the-african-university
https://books.google.co.za/books?hl=en&lr=&id=2jZjDwAAQBAJ&oi=fnd&pg=PT7&dq=Manganyi,+NC.+(2016).+Apartheid+and+the+Making+of+a+Black+Psychologist:+A+memoir.+Johannesburg:+Wits+University+Press.+&ots=pfazfEaXHI&sig=5Fkb6BJ1mGKYMM9cOpHtEyy_p6E&redir_esc=y#v=onepage&q=Manganyi%2C%20NC.%20(2016).%20Apartheid%20and%20the%20Making%20of%20a%20Black%20Psychologist%3A%20A%20memoir.%20Johannesburg%3A%20Wits%20University%20Press.&f=false
https://books.google.co.za/books?hl=en&lr=&id=2jZjDwAAQBAJ&oi=fnd&pg=PT7&dq=Manganyi,+NC.+(2016).+Apartheid+and+the+Making+of+a+Black+Psychologist:+A+memoir.+Johannesburg:+Wits+University+Press.+&ots=pfazfEaXHI&sig=5Fkb6BJ1mGKYMM9cOpHtEyy_p6E&redir_esc=y#v=onepage&q=Manganyi%2C%20NC.%20(2016).%20Apartheid%20and%20the%20Making%20of%20a%20Black%20Psychologist%3A%20A%20memoir.%20Johannesburg%3A%20Wits%20University%20Press.&f=false
https://books.google.co.za/books?hl=en&lr=&id=2jZjDwAAQBAJ&oi=fnd&pg=PT7&dq=Manganyi,+NC.+(2016).+Apartheid+and+the+Making+of+a+Black+Psychologist:+A+memoir.+Johannesburg:+Wits+University+Press.+&ots=pfazfEaXHI&sig=5Fkb6BJ1mGKYMM9cOpHtEyy_p6E&redir_esc=y#v=onepage&q=Manganyi%2C%20NC.%20(2016).%20Apartheid%20and%20the%20Making%20of%20a%20Black%20Psychologist%3A%20A%20memoir.%20Johannesburg%3A%20Wits%20University%20Press.&f=false
https://books.google.co.za/books?hl=en&lr=&id=2jZjDwAAQBAJ&oi=fnd&pg=PT7&dq=Manganyi,+NC.+(2016).+Apartheid+and+the+Making+of+a+Black+Psychologist:+A+memoir.+Johannesburg:+Wits+University+Press.+&ots=pfazfEaXHI&sig=5Fkb6BJ1mGKYMM9cOpHtEyy_p6E&redir_esc=y#v=onepage&q=Manganyi%2C%20NC.%20(2016).%20Apartheid%20and%20the%20Making%20of%20a%20Black%20Psychologist%3A%20A%20memoir.%20Johannesburg%3A%20Wits%20University%20Press.&f=false
https://books.google.co.za/books?hl=en&lr=&id=2jZjDwAAQBAJ&oi=fnd&pg=PT7&dq=Manganyi,+NC.+(2016).+Apartheid+and+the+Making+of+a+Black+Psychologist:+A+memoir.+Johannesburg:+Wits+University+Press.+&ots=pfazfEaXHI&sig=5Fkb6BJ1mGKYMM9cOpHtEyy_p6E&redir_esc=y#v=onepage&q=Manganyi%2C%20NC.%20(2016).%20Apartheid%20and%20the%20Making%20of%20a%20Black%20Psychologist%3A%20A%20memoir.%20Johannesburg%3A%20Wits%20University%20Press.&f=false
https://books.google.co.za/books?hl=en&lr=&id=2jZjDwAAQBAJ&oi=fnd&pg=PT7&dq=Manganyi,+NC.+(2016).+Apartheid+and+the+Making+of+a+Black+Psychologist:+A+memoir.+Johannesburg:+Wits+University+Press.+&ots=pfazfEaXHI&sig=5Fkb6BJ1mGKYMM9cOpHtEyy_p6E&redir_esc=y#v=onepage&q=Manganyi%2C%20NC.%20(2016).%20Apartheid%20and%20the%20Making%20of%20a%20Black%20Psychologist%3A%20A%20memoir.%20Johannesburg%3A%20Wits%20University%20Press.&f=false
https://link.springer.com/referenceworkentry/10.1007/978-3-030-68127-2_207-1
https://books.google.co.za/books?hl=en&lr=&id=RgYPEAAAQBAJ&oi=fnd&pg=PT6&dq=Marwala,+T.+(2021).+Leading+in+the+21st+Century:+The+Call+for+a+New+Type+of+African+Leader.+Bryanston:+Tracy+McDonald+Publisher.++&ots=TutGeqdwLz&sig=CKvhS08QKX4UFtmrPQF1uVl6SOA&redir_esc=y#v=onepage&q&f=false
https://books.google.co.za/books?hl=en&lr=&id=RgYPEAAAQBAJ&oi=fnd&pg=PT6&dq=Marwala,+T.+(2021).+Leading+in+the+21st+Century:+The+Call+for+a+New+Type+of+African+Leader.+Bryanston:+Tracy+McDonald+Publisher.++&ots=TutGeqdwLz&sig=CKvhS08QKX4UFtmrPQF1uVl6SOA&redir_esc=y#v=onepage&q&f=false
https://books.google.co.za/books?hl=en&lr=&id=RgYPEAAAQBAJ&oi=fnd&pg=PT6&dq=Marwala,+T.+(2021).+Leading+in+the+21st+Century:+The+Call+for+a+New+Type+of+African+Leader.+Bryanston:+Tracy+McDonald+Publisher.++&ots=TutGeqdwLz&sig=CKvhS08QKX4UFtmrPQF1uVl6SOA&redir_esc=y#v=onepage&q&f=false
https://books.google.co.za/books?hl=en&lr=&id=RgYPEAAAQBAJ&oi=fnd&pg=PT6&dq=Marwala,+T.+(2021).+Leading+in+the+21st+Century:+The+Call+for+a+New+Type+of+African+Leader.+Bryanston:+Tracy+McDonald+Publisher.++&ots=TutGeqdwLz&sig=CKvhS08QKX4UFtmrPQF1uVl6SOA&redir_esc=y#v=onepage&q&f=false
https://books.google.co.za/books?hl=en&lr=&id=qEfPEAAAQBAJ&oi=fnd&pg=PR6&dq=Marwala,+T.+(2023a).+Game+Theory+In+Politics.+In+Artificial+Intelligence,+Game+Theory+and+Mechanism+Design+in+Politics.+Singapore:+Springer+Nature.&ots=6cwKL_FjLF&sig=LqgBYbYMWkfRfmyILRtvLHxlHw4&redir_esc=y#v=onepage&q=Marwala%2C%20T.%20(2023a).%20Game%20Theory%20In%20Politics.%20In%20Artificial%20Intelligence%2C%20Game%20Theory%20and%20Mechanism%20Design%20in%20Politics.%20Singapore%3A%20Springer%20Nature.&f=false
https://books.google.co.za/books?hl=en&lr=&id=qEfPEAAAQBAJ&oi=fnd&pg=PR6&dq=Marwala,+T.+(2023a).+Game+Theory+In+Politics.+In+Artificial+Intelligence,+Game+Theory+and+Mechanism+Design+in+Politics.+Singapore:+Springer+Nature.&ots=6cwKL_FjLF&sig=LqgBYbYMWkfRfmyILRtvLHxlHw4&redir_esc=y#v=onepage&q=Marwala%2C%20T.%20(2023a).%20Game%20Theory%20In%20Politics.%20In%20Artificial%20Intelligence%2C%20Game%20Theory%20and%20Mechanism%20Design%20in%20Politics.%20Singapore%3A%20Springer%20Nature.&f=false
https://books.google.co.za/books?hl=en&lr=&id=qEfPEAAAQBAJ&oi=fnd&pg=PR6&dq=Marwala,+T.+(2023a).+Game+Theory+In+Politics.+In+Artificial+Intelligence,+Game+Theory+and+Mechanism+Design+in+Politics.+Singapore:+Springer+Nature.&ots=6cwKL_FjLF&sig=LqgBYbYMWkfRfmyILRtvLHxlHw4&redir_esc=y#v=onepage&q=Marwala%2C%20T.%20(2023a).%20Game%20Theory%20In%20Politics.%20In%20Artificial%20Intelligence%2C%20Game%20Theory%20and%20Mechanism%20Design%20in%20Politics.%20Singapore%3A%20Springer%20Nature.&f=false
https://books.google.co.za/books?hl=en&lr=&id=qEfPEAAAQBAJ&oi=fnd&pg=PR6&dq=Marwala,+T.+(2023a).+Game+Theory+In+Politics.+In+Artificial+Intelligence,+Game+Theory+and+Mechanism+Design+in+Politics.+Singapore:+Springer+Nature.&ots=6cwKL_FjLF&sig=LqgBYbYMWkfRfmyILRtvLHxlHw4&redir_esc=y#v=onepage&q=Marwala%2C%20T.%20(2023a).%20Game%20Theory%20In%20Politics.%20In%20Artificial%20Intelligence%2C%20Game%20Theory%20and%20Mechanism%20Design%20in%20Politics.%20Singapore%3A%20Springer%20Nature.&f=false
https://books.google.co.za/books?hl=en&lr=&id=qEfPEAAAQBAJ&oi=fnd&pg=PR6&dq=Marwala,+T.+(2023a).+Game+Theory+In+Politics.+In+Artificial+Intelligence,+Game+Theory+and+Mechanism+Design+in+Politics.+Singapore:+Springer+Nature.&ots=6cwKL_FjLF&sig=LqgBYbYMWkfRfmyILRtvLHxlHw4&redir_esc=y#v=onepage&q=Marwala%2C%20T.%20(2023a).%20Game%20Theory%20In%20Politics.%20In%20Artificial%20Intelligence%2C%20Game%20Theory%20and%20Mechanism%20Design%20in%20Politics.%20Singapore%3A%20Springer%20Nature.&f=false
https://books.google.co.za/books?hl=en&lr=&id=qEfPEAAAQBAJ&oi=fnd&pg=PR6&dq=Marwala,+T.+(2023a).+Game+Theory+In+Politics.+In+Artificial+Intelligence,+Game+Theory+and+Mechanism+Design+in+Politics.+Singapore:+Springer+Nature.&ots=6cwKL_FjLF&sig=LqgBYbYMWkfRfmyILRtvLHxlHw4&redir_esc=y#v=onepage&q=Marwala%2C%20T.%20(2023a).%20Game%20Theory%20In%20Politics.%20In%20Artificial%20Intelligence%2C%20Game%20Theory%20and%20Mechanism%20Design%20in%20Politics.%20Singapore%3A%20Springer%20Nature.&f=false
https://books.google.co.za/books?hl=en&lr=&id=qEfPEAAAQBAJ&oi=fnd&pg=PR6&dq=Marwala,+T.+(2023a).+Game+Theory+In+Politics.+In+Artificial+Intelligence,+Game+Theory+and+Mechanism+Design+in+Politics.+Singapore:+Springer+Nature.&ots=6cwKL_FjLF&sig=LqgBYbYMWkfRfmyILRtvLHxlHw4&redir_esc=y#v=onepage&q=Marwala%2C%20T.%20(2023a).%20Game%20Theory%20In%20Politics.%20In%20Artificial%20Intelligence%2C%20Game%20Theory%20and%20Mechanism%20Design%20in%20Politics.%20Singapore%3A%20Springer%20Nature.&f=false
https://books.google.co.za/books?hl=en&lr=&id=qEfPEAAAQBAJ&oi=fnd&pg=PR6&dq=Marwala,+T.+(2023b).+Artificial+Intelligence,+Game+Theory+And+Mechanism+Design+In+Politics.+Springer+Nature.&ots=6cwKL_FjNK&sig=hJsTAlEZc6zMUiVN9QGHWhJk8aY&redir_esc=y#v=onepage&q=Marwala%2C%20T.%20(2023b).%20Artificial%20Intelligence%2C%20Game%20Theory%20And%20Mechanism%20Design%20In%20Politics.%20Springer%20Nature.&f=false
https://books.google.co.za/books?hl=en&lr=&id=qEfPEAAAQBAJ&oi=fnd&pg=PR6&dq=Marwala,+T.+(2023b).+Artificial+Intelligence,+Game+Theory+And+Mechanism+Design+In+Politics.+Springer+Nature.&ots=6cwKL_FjNK&sig=hJsTAlEZc6zMUiVN9QGHWhJk8aY&redir_esc=y#v=onepage&q=Marwala%2C%20T.%20(2023b).%20Artificial%20Intelligence%2C%20Game%20Theory%20And%20Mechanism%20Design%20In%20Politics.%20Springer%20Nature.&f=false
https://books.google.co.za/books?hl=en&lr=&id=qEfPEAAAQBAJ&oi=fnd&pg=PR6&dq=Marwala,+T.+(2023b).+Artificial+Intelligence,+Game+Theory+And+Mechanism+Design+In+Politics.+Springer+Nature.&ots=6cwKL_FjNK&sig=hJsTAlEZc6zMUiVN9QGHWhJk8aY&redir_esc=y#v=onepage&q=Marwala%2C%20T.%20(2023b).%20Artificial%20Intelligence%2C%20Game%20Theory%20And%20Mechanism%20Design%20In%20Politics.%20Springer%20Nature.&f=false
https://books.google.co.za/books?hl=en&lr=&id=qEfPEAAAQBAJ&oi=fnd&pg=PR6&dq=Marwala,+T.+(2023b).+Artificial+Intelligence,+Game+Theory+And+Mechanism+Design+In+Politics.+Springer+Nature.&ots=6cwKL_FjNK&sig=hJsTAlEZc6zMUiVN9QGHWhJk8aY&redir_esc=y#v=onepage&q=Marwala%2C%20T.%20(2023b).%20Artificial%20Intelligence%2C%20Game%20Theory%20And%20Mechanism%20Design%20In%20Politics.%20Springer%20Nature.&f=false
https://books.google.co.za/books?hl=en&lr=&id=qEfPEAAAQBAJ&oi=fnd&pg=PR6&dq=Marwala,+T.+(2023b).+Artificial+Intelligence,+Game+Theory+And+Mechanism+Design+In+Politics.+Springer+Nature.&ots=6cwKL_FjNK&sig=hJsTAlEZc6zMUiVN9QGHWhJk8aY&redir_esc=y#v=onepage&q=Marwala%2C%20T.%20(2023b).%20Artificial%20Intelligence%2C%20Game%20Theory%20And%20Mechanism%20Design%20In%20Politics.%20Springer%20Nature.&f=false
https://books.google.co.za/books?hl=en&lr=&id=qEfPEAAAQBAJ&oi=fnd&pg=PR6&dq=Marwala,+T.+(2023b).+Artificial+Intelligence,+Game+Theory+And+Mechanism+Design+In+Politics.+Springer+Nature.&ots=6cwKL_FjNK&sig=hJsTAlEZc6zMUiVN9QGHWhJk8aY&redir_esc=y#v=onepage&q=Marwala%2C%20T.%20(2023b).%20Artificial%20Intelligence%2C%20Game%20Theory%20And%20Mechanism%20Design%20In%20Politics.%20Springer%20Nature.&f=false
https://psycnet.apa.org/doi/10.1007/s10672-008-9073-3


Makhoahle et al.– Ethical Values for Future Leaders in Higher Learning Institutions  
 

 

90 

Melin, G. (2005). The Dark Side of Mobility: Negative Experiences of Doing a Postdoc Period 
Abroad. Research Evaluation, 14(3), pp.229-237. 
https://link.springer.com/article/10.1007/s10672-008-9073-3  

Mngomezulu, B.R. (2012). An Assessment of the State of South African Universities from 
1994 to 2012. Africa Education Review, 9(1), pp.41-55. 
https://doi.org/10.1080/18146627.2012.755243  

Motin, S. H. (2009). Bullying or Mobbing: Is it Happening in Your Academic Library? Library 

Faculty Publications. https://repository.stcloudstate.edu/lrs_facpubs/28/      
Mudau, T.S. and Khanare, F.P. (2021). Xenophobia in Higher Education in South Africa. In 

Impact of Immigration and Xenophobia on Development in Africa. Hershey: In Global 

Trends in Governance and Policy Paradigms (IGI Global). https://www.igi-
global.com/chapter/xenophobia-in-higher-education-in-south-africa/268271  

Nanjundeswaraswamy, T.S., Nagesh, P., Bharath, S. and Vignesh, K.M. (2024). Leadership 
Theories and Styles-A Systematic Literature Review and Narrative Synthesis. Human 

Resources Management and Services, 6(3), pp.3477-3477. 
https://doi.org/10.18282/hrms.v6i3.3477  

Ndlovu-Gatsheni, S.J. (2023). The Challenges of Institutionalising Decolonization of the 
Curriculum in South Africa. South African Journal of Science, 119(1-2), pp.272. 
http://dx.doi.org/10.17159/sajs.2023/15042    

Osborne, C.A. (2011). Followership and Leadership: Promoting Unity in Academia. Journal 

of veterinary medical education, 38(4), pp.349-352. https://doi.org/10.3138/jvme.38.4.349  
Özdemir, S. & Erdem, R. (2020). Akademinin Yeşil Gözlü Canavarı: Kıskançlığın Nedenleri 

ve Sonuçları Üzerine Fenomenolojik bir Çalışma. Nitel Sosyal Bilimler, 2(1), pp.19-39. 
https://dergipark.org.tr/en/download/article-file/1040552  

Parchomovsky, G. (2000). Publish or Perish. Michigan Law Review, 98(4), pp.926-952. 
Prevost, C., Hunt, E. (2018). Bullying and Mobbing in Academe: A Literature Review. 

European Scientific Journal, 14(8), pp.1-15. http://dx.doi.org/10.19044/esj.2018.v14n8p1  
Prinsloo, P. (2010). Some Reflections on the Africanisation of Higher Education Curricula: A 

South African Case Study. Africanus, 1(1) pp.19-31. 
https://hdl.handle.net/10520/EJC22688  

Rock, D., & Schwartz, J. (2006). The neuroscience of leadership. Strategy+business: enews. 
https://www.strategy-business.com/article/06207  

Schultz, C., Rankhumise, E. (2023). Constraints and Contributors in Advancing Black Women 
Academic Researchers at a University in South Africa. South African Journal of Higher 

Education, 37(4), pp.248-265. https://hdl.handle.net/10520/ejc-high_v37_n4_a13  
Shariff, N., Ramli, K. I., Ahmad, R. (2014). Factors Contributing to the Timely Completion of 

PhD at the Malaysian IPTA: The Case of University Utara Malaysia. Proceedings of 
International Conference on Postgraduate Research, pp.131-141. 
https://conference.uis.edu.my/icpr/2014/eproceedings/16.%20Nurhazani%20Mohd%20Sh
ariff.pdf  

Sharma, M. (2017). Workplace Bullying: An Exploratory Study in Australian Academia. PhD 

Thesis: Edith Cowan University, Australia. https://ro.ecu.edu.au/theses/2013  
Taraza, E., Anastasiadou, S., Papademetriou, C. and Masouras, A. (2024). Evaluation of 

Quality and Equality in Education Using the European Foundation for Quality Management 

https://link.springer.com/article/10.1007/s10672-008-9073-3
https://doi.org/10.1080/18146627.2012.755243
https://repository.stcloudstate.edu/lrs_facpubs/28/
https://www.igi-global.com/chapter/xenophobia-in-higher-education-in-south-africa/268271
https://www.igi-global.com/chapter/xenophobia-in-higher-education-in-south-africa/268271
https://doi.org/10.18282/hrms.v6i3.3477
http://dx.doi.org/10.17159/sajs.2023/15042
https://doi.org/10.3138/jvme.38.4.349
https://dergipark.org.tr/en/download/article-file/1040552
http://dx.doi.org/10.19044/esj.2018.v14n8p1
https://hdl.handle.net/10520/EJC22688
https://www.strategy-business.com/article/06207
https://hdl.handle.net/10520/ejc-high_v37_n4_a13
https://conference.uis.edu.my/icpr/2014/eproceedings/16.%20Nurhazani%20Mohd%20Shariff.pdf
https://conference.uis.edu.my/icpr/2014/eproceedings/16.%20Nurhazani%20Mohd%20Shariff.pdf
https://ro.ecu.edu.au/theses/2013


IJELM – International Journal of Educational Leadership and Management, 13(1)   

 
 

91 

Excellence Model-A Literature Review. Sustainability, 16(3), pp.960. 
https://ro.ecu.edu.au/theses/2013/  

Twale, D. J., & De Luca, B. M. (2008). Faculty incivility: The rise of the academic bully culture 
and what to do about it. San Francisco: Jossey-Bass. 
https://books.google.co.za/books?hl=en&lr=&id=0Kg1DwAAQBAJ&oi=fnd&pg=PA3&d
q=Twale,+D.+J.,+%26+De+Luca,+B.+M.+(2008).+Faculty+incivility:+The+rise+of+the+
academic+bully+culture+and+what+to+do+about+it.+San+Francisco:+Jossey-
Bass.+&ots=7y6spI2q83&sig=IwnXqlgfo0pYhlhOlbb-
D80QmX8&redir_esc=y#v=onepage&q&f=false  

Twum-Darko, M., & Harker, L. A. L. (2015). Factors Influencing Knowledge Sharing 
Amongst Higher Education Academics at a University in South Africa. Journal of 

Corporate Ownership and Control, 12(2), pp.280-292. 
https://www.virtusinterpress.org/IMG/pdf/COC__Volume_12_Issue_2_Winter_2015_Con
tinued2_.pdf#page=14  

Üçok, D. (2019). A Theoretical Study about the Effects of Employees’ Status Anxiety and 
Cooperative Goal Structures on Workplace Envy. International Journal of Management and 

Administration, 3(5), pp.1-12. https://doi.org/10.29064/ijma.484933  
Van Ameijde, J.D.J., Nelson, P.C., Billsberry, J. and van Meurs, N. (2009). Improving 

Leadership in Higher Education Institutions: A Distributed Perspective. Higher Education, 
58, pp.763-779. https://link.springer.com/article/10.1007/s10734-009-9224-y  

Van Dalen, H.P. and Henkens, K. (2012). Intended and Unintended Consequences of a Publish‐
Or‐Perish Culture: A Worldwide Survey. Journal of the American Society for Information 

Science and Technology, 63(7), pp.1282-1293. https://doi.org/10.1002/asi.22636  
Vecchio, R. P. (2000). Negative emotion in the workplace: Employee jealousy and envy. 

International Journal of Stress Management, 7(3), pp.161-179. 
https://link.springer.com/article/10.1023/A:1009592430712  

Von Bergen, C. W., Zavaletta, J. A., & Soper, B. (2006). Legal Remedies for Workplace 
Bullying: Grabbing the Bully by the Horns. Employee Relations Law Journal, 32(3), pp14-
41. 
https://www.researchgate.net/publication/279627701_Legal_remedies_for_workplace_bul
lying_Grabbing_the_bully_by_the_horns  

Walker, M. (2018). Dimensions of Higher Education and the Public Good in South Africa. 
Higher Education, 76, pp.555-569. https://link.springer.com/article/10.1007/s10734-017-
0225-y  

Workplace Bullying Institute. (2010). 2010 WBI U.S. Workplace Bullying Survey | Workplace 

Bullying Institute. https://workplacebullying.org/wbiresearch/2010-wbi-national-survey/    
Zerfass, A., Verčič, D., Nothhaft, H. and Werder, K.P. (2020). Strategic Communication: 

Defining the field and its Contribution to Research and practice. In Future Directions of 
Strategic Communication. London: Routledge. 
https://www.taylorfrancis.com/chapters/edit/10.4324/9780429295638-11/strategic-
communication-ansgar-zerfass-dejan-ver%C4%8Di%C4%8D-howard-nothhaft-kelly-
page-werder  

https://ro.ecu.edu.au/theses/2013/
https://books.google.co.za/books?hl=en&lr=&id=0Kg1DwAAQBAJ&oi=fnd&pg=PA3&dq=Twale,+D.+J.,+%26+De+Luca,+B.+M.+(2008).+Faculty+incivility:+The+rise+of+the+academic+bully+culture+and+what+to+do+about+it.+San+Francisco:+Jossey-Bass.+&ots=7y6spI2q83&sig=IwnXqlgfo0pYhlhOlbb-D80QmX8&redir_esc=y#v=onepage&q&f=false
https://books.google.co.za/books?hl=en&lr=&id=0Kg1DwAAQBAJ&oi=fnd&pg=PA3&dq=Twale,+D.+J.,+%26+De+Luca,+B.+M.+(2008).+Faculty+incivility:+The+rise+of+the+academic+bully+culture+and+what+to+do+about+it.+San+Francisco:+Jossey-Bass.+&ots=7y6spI2q83&sig=IwnXqlgfo0pYhlhOlbb-D80QmX8&redir_esc=y#v=onepage&q&f=false
https://books.google.co.za/books?hl=en&lr=&id=0Kg1DwAAQBAJ&oi=fnd&pg=PA3&dq=Twale,+D.+J.,+%26+De+Luca,+B.+M.+(2008).+Faculty+incivility:+The+rise+of+the+academic+bully+culture+and+what+to+do+about+it.+San+Francisco:+Jossey-Bass.+&ots=7y6spI2q83&sig=IwnXqlgfo0pYhlhOlbb-D80QmX8&redir_esc=y#v=onepage&q&f=false
https://books.google.co.za/books?hl=en&lr=&id=0Kg1DwAAQBAJ&oi=fnd&pg=PA3&dq=Twale,+D.+J.,+%26+De+Luca,+B.+M.+(2008).+Faculty+incivility:+The+rise+of+the+academic+bully+culture+and+what+to+do+about+it.+San+Francisco:+Jossey-Bass.+&ots=7y6spI2q83&sig=IwnXqlgfo0pYhlhOlbb-D80QmX8&redir_esc=y#v=onepage&q&f=false
https://books.google.co.za/books?hl=en&lr=&id=0Kg1DwAAQBAJ&oi=fnd&pg=PA3&dq=Twale,+D.+J.,+%26+De+Luca,+B.+M.+(2008).+Faculty+incivility:+The+rise+of+the+academic+bully+culture+and+what+to+do+about+it.+San+Francisco:+Jossey-Bass.+&ots=7y6spI2q83&sig=IwnXqlgfo0pYhlhOlbb-D80QmX8&redir_esc=y#v=onepage&q&f=false
https://www.virtusinterpress.org/IMG/pdf/COC__Volume_12_Issue_2_Winter_2015_Continued2_.pdf#page=14
https://www.virtusinterpress.org/IMG/pdf/COC__Volume_12_Issue_2_Winter_2015_Continued2_.pdf#page=14
https://doi.org/10.29064/ijma.484933
https://link.springer.com/article/10.1007/s10734-009-9224-y
https://doi.org/10.1002/asi.22636
https://link.springer.com/article/10.1023/A:1009592430712
https://www.researchgate.net/publication/279627701_Legal_remedies_for_workplace_bullying_Grabbing_the_bully_by_the_horns
https://www.researchgate.net/publication/279627701_Legal_remedies_for_workplace_bullying_Grabbing_the_bully_by_the_horns
https://link.springer.com/article/10.1007/s10734-017-0225-y
https://link.springer.com/article/10.1007/s10734-017-0225-y
https://workplacebullying.org/wbiresearch/2010-wbi-national-survey/
https://www.taylorfrancis.com/chapters/edit/10.4324/9780429295638-11/strategic-communication-ansgar-zerfass-dejan-ver%C4%8Di%C4%8D-howard-nothhaft-kelly-page-werder
https://www.taylorfrancis.com/chapters/edit/10.4324/9780429295638-11/strategic-communication-ansgar-zerfass-dejan-ver%C4%8Di%C4%8D-howard-nothhaft-kelly-page-werder
https://www.taylorfrancis.com/chapters/edit/10.4324/9780429295638-11/strategic-communication-ansgar-zerfass-dejan-ver%C4%8Di%C4%8D-howard-nothhaft-kelly-page-werder

